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Chapter 1 
INTRODUCTION 


Almost thirty-six million Americans have physical, 
mental and emotional disabilities. Some of the most preva- 
lent forms of disabling conditions are: blindness, deaf- 
ness, cerebral palsy, multiple sclerosis, muscular dys- 
trophy, polio, substantial epilepsy, mental retardation, 
neurological handicap, spinal cord injury, amputation, 
paralytic arthritis, recurring cardiac condition, cancer 
and Feukenia: and others, including those disabilities 
occurring through old age (Social Planning and Evaluation 
Resource Manual, 1976). 

American society has consciously and unconsciously 
placed obstacles in the paths of the physically handicapped 
individuals. An image of disabled peopie has been created 
that is perhaps the greatest personal barrier the disabled 
face. What is seen of disability is: the chrome and the 
leather, the guide dog, the hearing aid, the crutches, and 
the twisted bodies. Disability is not understood in 
American society and there is a fear to understand, and a 
fear to be connected with these people. 

, The use of the computer has shown great promise for 
expanding education and occupational opportunities for the 
handicapped individuals. The greatest obstacle facing 


these individuals today is obtaining viable employment for 
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self-support. 


Since there is such a high level of technological 
development in America, it has become necessary as well as 
possible to tailor employment programs to varying disabili- 
ties. However, developing programs for so many specific 
situations will have to be as varied as the disabilities 
themselves. Consequently, it would be impossible to 
investigate all known types of handicaps in a single study. 
Thus, this study will be confined to the consideration of 
employment of the visually ea eedain the computer 


industry. 
Background of the Study 


Historically, obtaining employment in competitive 
occupations has been a major problem for the visually 
impaired individual. The negative attitudes of business 
and other employers towards the capabilities of the blind 
have been cited as major impediments (Clark, 1975; 
Fletcher, 1970). 

) The problem of blindness is as old as society 
itself. The visually impaired individuals constitute a 
problem for society in the sense that their condition 
places them at a distinct disadvantage in fulfilling 
many of the roles expected of all persons. These roles 
include: being educated, finding productive employment, 
raising a family, and paying taxes. 


The visually impaired individual, like everyone 
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else, wants to fulfill all those roles expected of them by 
society. There should be little difficulty in seit: 
potentially dependent and unproductive individuals into 
potentially independent and productive ones. However, just 
as an individual's behaviors are not always socially bene- 
ficial in nature, there appears to be some aspects of 
social life which do not always have the well being of 
individuals as a primary goal (Hallenbeck, 1973). 

One of the most dramatic technological developments 
of modern times has Pecnathe electronic computer. Compu- 
ters and their associated components are now integral parts 
of virtually all important business, governmental research 
and educational institutions (Ryan et al., 1978). 

Computer-related employment is an emerging occupa- 
tional enterprise which will influence the employment con- 
figuration of America for the remainder of the century. 
Already visually impaired individuals have been trained 
and equipment has been developed which will enable the 
visually impaired to compete for new jobs in this field. 
Independent terminals feeding back information whether in 
braille or audio are opening an array of jobs for those 
visually impaired individuals who have the vocational 
preparation and the capacity to fill them (Mager, 1977). 

Much of the developmental work in designing braille 
translation of software, voice synthesis and specialized 
hardware has been accomplished by visually impaired pro- 


fessionals. Many technical schools have specialized 
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programs which concentrate on educating the visually 
impaired individual in a variety of activities used in the 
computer industry. Educational centers such as: The 
Golden West College in Huntington Beach, California and 
Baruch College Educational Computer Center, Manhattan, were 
established for this purpose. 

In spite of the compelling evidence regarding the 
abilities of visually impaired individuals to contribute at 
the highest levels in education, research, and business, 
there is an appalling lack of opportunity for such quali- 
fied individuals both to learn the required skills and to 
compete for positions. This deficiency is found in both 
the private and public sectors (Ryan et al., 1978). 

There is an accompanying lack of appreciation for 
the potentials of computer training among some of the pro- 
fessional service agencies working with the visually 
impaired. These agencies have taken a vocational approach 
by offering, through small private computer training firms, 
a basic set of computer operations and programming courses. 
The results of such endeavors have been disappointing when 
attempting to place graduates in jobs. Ryan et al. (1978) 
found that such weaknesses in programs lay in the criteria 
used to select students for training, the quality of 
instruction, the limited placement-oriented vocational 
objectives, the lack of proper facilities, and the need 
for broader educational development. Some of the real 


difficulties in placing the visually impaired as computer 
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professionals are surely aggravated by such educational 
problems. The weaknesses in such computer programmer 
training procedures, for the sighted individual, was dis- 
covered in the sighted community years ago, yet visually 
impaired service groups remain curiously ignorant (Ryan 


et al., 1978). 
Problem Statement 


The question set forth in this study is: Are the 
attitudes of employers towards the employment of the visu- 
ally impaired individuals, in the computer industry, still 
a major impediment toward integration into the work force? 

The critical rabientot blindness, as compared to 
the problem of other physical and mental disabilities, is 
the failure of too many of those in control of the gateway 
to quality and Bprorcani cy in the sighted world, to compre- 
hend the fact that blindness is basically a nuisance; that 
ignorance tragically misconceives blindness from its point 
of view, as a handicap (Freid, 1974). The visually 
impaired individual today is a normal individual with the 
education, the vocational or professional training, and 
the capacity for fulfillment of his or her talents, 
aspirations, and potential, rather than their frustration 
(Freid, 1974). 

The total labor work force in San Diego County is 
688,600, of which over 129,892 are handicapped. The dis- 
abled work force in San Diego is 27,085, of which 6,600 
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are visually impaired (State of California Department of 
Rehabilitation, 1980). This does not cover the total num- 
ber of physically handicapped individuals, since the 1980 
census excluded statistical employment data for the physi- 
cally handicapped individuals (State of California Depart- 
ment of Rehabilitation, 1980). 

It was reported in the Organization for Social and 
Technical Innovation, Inc (1971) that minimum efforts have 
been directed toward the employment of the visually 
impaired individual in meeting increasing automation 


requirements. 


Purpose of the Study 


The purpose of this study was concerned with ascer- 
taining employment opportunities for the visually impaired 
individual specializing in computer science. This study 
will determine whether employers have positive or negative 
attitudes towards the employment of the visually impaired 


in the area of computer science. 


Importance of the Study 


The importance of the study will be to provide 
information relative to the employability of the visually 


impaired individual in computer centers. 


The attitudinal data obtained will be made availa- 
ble to various local, state, and federal government organ- 


izations in determining employment policies, recruiting, 
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and selection procedures of the visually impaired. 
Limitations 


This study was limited to those organizations 
utilizing computer facilities, whose primary: concern is in 
the Padacity of computer programming, computer technician, 
computer analyst, and/or computer manufacturing. Further, 
this study was limited to the Southern California eeaats 

In America where there is a high rate of unemploy- 
ment and underemployment among the able-bodied, open 
employment prospects for the disabled are very poor. 
Special efforts should be made to create employment 


facilities for the disabled. 
Definition of Terms 


For the purposes of the study, the following 
definitions were employed: 
Total blindness. The inability to perceive any light at 
all. 
Light blindness. The ability to perceive the presence or 
absence of light; much like what a sighted person sees 
with his eyes closed. 
Economic blindness. The absence of ability to do any kind 
of work, for which sight is essential. Less than 20/200 
visual acuity in the better eye with possible correction, 
or an equally disabling loss of the visual field. 


A person shall be considered legally blind 
whose central acuity does not exceed 20/200 in 
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the better eye with correcting lenses or whose 

visual acuity is greater than 20/200, accompanied 

by a limitation in the field vision such that the 

widest diameter of the visual field subtends an 

angle of no greater than 20 degrees (Organization 

for Social and Technical Innovation, Inc., 1971: 

121). 
Positive attitudes. Those responses which reflect a high 
probability of hiring a visually impaired individual. 
Negative attitudes. Those responses which do not reflect 
a probability of hiring a visually impaired individual. 
Computer field. Anything which has to do with any branch 
or division of computer programming, computer technician, 
logic or circuit design, etc. Not to include the usage of 
computer data banks for inquiry only. 
Computer industry. Companies who make something to sell 
that has to do with computers. This includes those who 
market computers as well as hardware and software. 
Hardware. The mechanical, magnetic, and electronic 
design, structure, and devices of a computer. 
Software. Any of the specially prepared routines designed 
to optimize the operation of a digital computer installa- 
tion, including programmer aids such as assemblers, pro- 
cessors, and library routines. This also includes the 


complex programs such as operating systems that, to a large 


extent, manage the entire installation. 
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Chapter 2 
REVIEW OF SELECTED LITERATURE 


This chapter provides a review of the literature 
parnane to the study. Thus far a systematic review of the 
literature has revealed no previous studies conducted on 
this specific subject. Although some individuals have 
addressed the subject speculatively, no indepth research 
regarding the employment of the visually impaired indi- 
vidual in the computer field has been done. 

Since this is an action research concerned with the 
employment of the visually impaired individual in the com- 
puter field, the review of literature is centered around 
the following topics: attitudes in the labor market 
towards impairments (both physical and mental); character- 
istics of employer attitudes towards impairments (both 
physical and mental); employer attitudes towards specific 
impairments; and attitudes of the computer industry towards 


the visually impaired individual. 
Attitudes in the Labor Market 


When an individual responsible for hiring faces a 
decision to hire a certain applicant for a given job a 
range of consequent behaviors can be specified: hire, 
reject, or inaction. These evaluations are based upon the 


applicant's achievements or upon characteristics ascribed 


9 


~ . £32 bs & 


avost pala 26% Sidtencgeie Leseeeeee ae 
| P 


™ é . ry h ‘ wah he ) Pe eS 2 BAG 4 ed s Las @ tf Fs * ~ p 


#55 
end .bestlicege edee aolenind Sietpsenede 
| Poanon 


eit moge beasd oa ehaidaniiove sea red rvar 


a 


Py? 


=> 
— 


e 


beciayen eoitecsessaseds héde <o a hits 
: ~T ’ 


- 


10 

to the applicant (Schroedel, 1976). 
Further, since attitudes alone may not explain 

employer Rering decisions, economic research and theory 
are brought together through various ventures in an attempt 
to understand the operation of the general labor market. 
Special attention focuses on potential determinants of the 
pencbivity levels of workers and particularly on those 


determinants that may form indicators of productivity. 


Attitudes in the Labor Market 
Towards Impairments 


Since 1948 nearly fifty research studies on 
employer attitudes toward disabled workers have led to a 
variety of interrelated aswell as conflicting conclusions. 
Any misinterpretation of results from attitude research, 
when it occurs, can be traced, in part, to the incorrect 
specification of conceptual or operational definitions of 
attitudes. Howattitudes are conceptually defined can vary 
from the ways they are measured by scales. A standard con- 
ceptual definition is that attitudes comprise feelings, 
beliefs, and tendencies to behavior or action in relation 
to the object of the attitude (Kretch, Crutchfield & 
Ballachey, 1962). However, it can be pointed out that 
many attitude measures result in scores that do not dis- 
tinguish between these three components of an attitude. 
Conditions, such as the absence or presence of experience 
with the target stimulus of an attitude, can affect both 


the positive or negative direction as well as the degree 


. (avel , lebodetone 
wa ver anols seebetize4 sea .e6 


- . : 7 
M3 Dak forseses olmonepe  eredeiget gale i 


, nis cov BSUucL.igy 
Lue SISO oF - 20 colo Teee 
Dine ; te etog ta Bee 
2 a wy bie exnomyow 20 aleval 
; a RVWISAVORE aOR yam tacks 
77. Fy 1 ii. aehue bea 
“As Gago aoe 
ie «! >) keene et el vJ Su 
- Le . : 
bnisors C an Liew es 
ae ad f TZ a EAE 


r4q ©) ohenedds oe datas: 3 
lartoliinioege 2 leans 3a avd 
nao Senai3em vyilhutgeoneo ane veces Lae qt 
ates & .teleoe yd bomuenem Sas vant ayew sel 
p\isss ouligno> satudiste fad ak soksindies.2 a8 
1OLInlex nm nets = 36 siotendioe 68 seionshavs hos 
3 Sisiicdotus) detest) ebostisis odd to svete ; 

wu bernteg 6d map ji .2evewol 
“Gil Jon O& S60 epiigas at. diysecreeitl 
Osc i2'6 ws tO atinadogmas er 
somelteqxe 2o oayeRetg <0 oneesae 
Kod 390326. whe sohesaese as 9 

gs3peb elt oe she es nots: 


11 


or intensity of commitment to the attitude. For these 
reasons, the social psychological responses to disability 
can be appraised as they occur on a range of attitudinal 
reactions (Schroedel, 1978). 

At the risk of oversimplification, for the purposes 
of this study, thoughts and feelings based upon sustained 
experience with an impairment, disability, and/or disabled 
persons form attitudes, while thoughts and feelings without 
such experience form stereotypes. Prejudices, as forms of 
attitude, are also found along with other distinctions 
within this range. The object of this study is to con- 
struct a typology that relates various forms of attitudes 
to corresponding forms of behaviors in the employment set- 
ting. 

The Range of Attitude: 
Theory and Empirical 
Review 

Jordan (1968, 1970, 1971) developed a theoretical 
approach that attitude behaviors are composed of six a 
priori facets, ranging from social stereotypes to attitudes 
based upon personal action or experience. Jordan used the 
Gutman Hierarchy Theory. This theory suggested that atti- 
tudinal facets are aligned along a stratified line stretch- 
ing from the impersonal to the personal identification of 
the object causing the attitudinal response. Jordan 
extended this construct to develop the Attitude-Behaviors 
(A-B) Scale (vide infra). 


Poulos (1970) tested the deafness form of the A-B 
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Scale with five samples of subjects, three of which were 
not experienced and two of which were experienced with deaf 
persons. As given in Appendix A, Table rip A-B Scale scores 
for each of these test groups are indicated at each of the 
six facets of the attitude range by positive or negative 
signs. Employers, regular school teachers, and mothers of 
hearing children, tacking experience with deaf persons, 
scored positively on every facet of the A-B Scale. Their 
personal feelings and actions were perceived, rather than 
actual. A-B Scale scores for experienced subject--teachers 
of deaf pupils and mothers of deaf children--were positive 
on all facets except level VI where negative attitudes 
were obtained. 

| A major implication of Appendix A, Table l, is that 
persons lacking experience with deaf people, in effect, 
have positive stereotypes as measured. However, experi- 
enced subjects have positive stereotypes when attitudes 
are measured by criteria other than personal action or 
contact with deaf persons. When these experienced subjects 
evaluate their interactions with disabled persons, negative 
attitudes as measured by the A-B Scale result. Appendix A, 
Table 1 also illustrates a common problem in research on 
attitudes toward impairments: scales can gloss over posi- 
tive stereotypes without detecting deeper negative Bette 
tudes towards a target or object. Experience with disabled 
persons was suggested as a means to distinguish between 


attitudes and stereotypes. Because of their importance 
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13 
when held by significant others--professionals or 
employers~-negative attitudes need to be identified 
separately from less influential positive stereotypes. 

Other research studies indicate a wide range of 
attitudes among employers considering job applicants with 
disabilities. The major forms of these attitudes are 
actually prejudice, experienced based attitudes, and 
stereotypes. Empirical justification for these classifi- 
cations are reviewed as follows. 


Prejudice 


Personnel managers consistently preferred nondis- 
abled over disabled job candidates and primarily judged, 
first, work competence, then, sociability to be significant 
criteria in their evaluations (Rikard, Triandis & Patter- 
son, 1968). The authors concluded that the personnel 
managers’ systematic rejection of qualified disabled over 
equally-qualified nondisabled job seekers is discrimination 
due to employer prejudice. Allport (1954:8) defined preju- 
dice as: 
an avertive or hostile attitude toward a person who 
belongs to a group, simply because he belongs to 
that group, and is therefore presumed to have 
objectionable qualities ascribed to that group. 

On the basis of Allport's definition, prejudice is viewed 


as a form of rejective stereotyping due to lack of prior 


or actual experience with the object of prejudice. 
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Minority Parallel 
As indicated by theory (Myrdal, 1944) and by survey 


research (Blau & Duncan, 1967; Coleman, 1966; Jencks, 1972), 
American black people suffer from a continuance across gen= 
erations of low levels of the class of origin (parental 
Socioeconomic status) that affect the class of destination 
(the consequent level of education, employment preparation, 
and occupational attainment). One explanation of this 
continued pattern is known as the vicious cycle: social 
prejudice depresses minority achievement and this under- 
achievement serves to reinforce social prejudice through a 
self-fulfilling prophecy. 

This parallel assumes a social response to both 
racial minorities and individuals with disabilities. The 
minority parallel associated with the vicious cycle will 
now be explored as it is germane to the practices and 
policies influencing participation in the WoLKRforce by 
individuals with disabilities. 

The concept of a minority parallel linking atti- 
tudes toward groups of impaired individuals to prejudice 
against social groups has been a consistent theme within 
the literature on social psychology and disability for the 
last thirty years (Barker et al., 1953; Chevigny & Braver- 
man, 1950; Eiseman, 1972; Harth, 1971; Lewin, 1948; Noonan, 
Barry & Davis, 1970; Yuker, 1965). | 

Social contact between individuals with or without 


disabilities can intensify their attitudes towards either 
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positive or negative directions. Lack of social contact 
can breed stereotypes. Some forms of press stereotypes 
can give birth to the minority parallel through a process 
termed disinvolvement: "The more disinvolved the aye 
the greater the tendency to fuse attitudes towards minori- 
ties with attitudes towards disabled groups" (Bobrove, 
1964:122). As previously discussed, when persons are not 
directly involved with persons with a disability their ten- 
dency to form such attitudes may remain latent. When 
encountering a stimulus of disability, the inexperienced 
actor may stigmatize persons who are impaired in the same 
manner as outgroups, for example, social minorities are 
stigmatized. The minority parallel thus generates poten- 
tial for understanding the process of forming attitudes 
toward individuals with disabilities. 

The assumption that attitudes toward racial minori- 
ties are similar to attitudes toward impairment has been 
tested by several researchers. Investigations into 
authoritarianism upon anti-Semitism by Adorno et al. in 
1950, was an ay influence on some of these studies. In 
a study of mental hospital policies and practices, Gilbert 
and Levinson (1956) reported that an authoritarian staff 
significantly had “custodial” rather than "humanistic" 
attitudes towards mental illness. Anti-minority attitudes 
and authoritarianism were significantly correlated with 
attitudes towards blindness (Cowen, Underberg & Verrillo, 


1958) and with deafness (Cowen et al., 1967). However, 
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subjects in both samples were college students whose prior 
experience with persons with either sensory disability or 
ethnic status was not determined. Inthis given situation, 
Bobrove's (1964) observation of disinvolvement may mean 
that attitudes as measured were merged by students on a 
basis other than by pragmatic criteria. Among employers, 
Baker (1974) determined that executives have negative 
attitudes against hiring blind persons and that aspects of 
the executive personality correlate with authoritarianism; 


however, the latter may not be the cause of the former. 


Stereotypes 


Data from several studies indicated that employer 
experience with actually hiring employees with impairments 
ranged between 9 and 81 percent aa averaged about 32 per- 
cent among companies sampled (see Table 4, Appendix A). 
This broad width in the range of employer experience is 
perhaps due to a combination of such conditions as: (1) 
‘the types of jobs and industries as well as the degree of 
urbanization in a given area as sampled, and (2) the proba- 
bility that persons with some type of impairments more 
frequently participate in the labor market than do persons 
with other types of impairments (Schroedel & Jacobsen, 
1978). In other words, this lack of experience among most 
employers can consequently create stereotypic attitudes. 
These attitudes, when compounded by employer uncertainties 
about risk taking in the labor market in general, can 


result in highly ambivalent stereotypes. Another possible 
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17 
form of stereotyping occurs when an absence of experience 
is combined with altruistic halo effects. Tn such 
instances the following positive stereotypes may be 


created: 


Ambivalent stereotypes. Black (1970) as well as 
Whigham and Mattson (1969) found employers to have posi- 


tives attitudes towards persons with impairments but not 
necessarily a willingness to hire. This discrepancy 
between attitudes and behavior could, in part, be explained 
by inadequate research methodologies in these two studies. 
Another explanation may be that employers are genuinely 
uncertain in their attitudes and therefore are unpredic- 
table or waver in their behaviors toward applicants with 
disabilities. Schletzer et al. (1961) reported that while 
91 percent of personnel managers stated they were good 
friends of some physically disabled persons, only 32 per- 


cent felt that they understood handicapped persons. 


False positive stereotypes. Margolin (1961) 
reported that compared to other employees, 57 percent of 


employees who were ex-mental patients received favorable 
ratings from employers. The authors also noted, some of 
the employers have become so ego-involved with the welfare 
and progress of the member employee that they have been 
willing to accept less than desirable work performance. 
Moderately positive attitudes, as measured by Form 


O of the Attitude Toward Disabled Persons (ATDF) Scale 
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(Yuker, Block & Young, 1966) were found among a California 
sample of fifty-nine personnel managers tested by Curran 
(1976). Two of the respondents had negative ATDP Scale 
scores. The mean score of Curran's sample was one stan- 
dard deviation more positive than normative scores among 
nondisabled adults on the same scale reported by the Yuker 
group (1966). Block (1974), Dickie (1967), and Jordan and 
Cessna (1967) reported on studies which showed no signifi- 
cant differences in ATDP-O Scale scores obtained between 
managers, occupational professionsals experienced with dis- 
abled persons, regular school teachers, or general labor 
force workers without such experience. Item by item 
analyses of attitude scales by one Schletzer group (1961). 
and Curran (1976) raised questions about the concurrent 
validity of some results of these studies. Nondisabled 
respondents inexperienced with SacPIM BES and with no 
commitment other than participating in attitudinal testing, 
reply to attitudes towards impairment scales in a manner 
influenced by both halo and central tendency effects 
(McDaniels, 1969, Schroedel & Schiff, 1972; Schroedel, 
1976), resulting in favorable or positive attitudes that 
are, in essence, falsely positive stereotypes towards 
either impairments or disabled persons. These testing 
effects are not infrequent in social psychological research. 
Most attitude item scores in the Schletzer et al. (1961) 
study were frequently mild rather than strongly favorable; 


extreme judgments were avoided, suggesting a central 
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tendency response pattern. Most item replies in Curran's 
(1976) data were frequently strongly positive, and when 
combined with the set of aforementioned conditions, 
reflected a halo effect. Experience with disability was 
not ascertained in Curran's investigation. Assuming such 
experience was limited and knowing that the only commit- 
ment faced by these personnel managers was to respond to 
and mail back the questionnaire, the relatively high 
favorable ATDP Scale score in this sample could also be 
considered a falsely positive stereotype toward di ganved 
persons. It is also possible that these positive replies 
may reflect an awareness of affirmative action laws. 

The lack of significant variation in ATDP-O scores 
across occupational groups studied by Dickie (1967) and 
Jordan and Cessna (1967) may stem from several research 
conditions. One is that occupational title, even among 
rehabilitation and special education professionals, at 
best indirectly assesses the quality of experience with 
persons with disabilities needed to vary attitudes. 
Another consideration may be that elements as measured by 
the ATDP-O Scale do not capture variance in attitudes due 
to differential experiences. Another possibility is that 
there are no significant differences in such attitudes due 


to variations in subjects' occupations. 


Experienced-Based Attitudes 


Various studies have assessed how hiring experi- 


ences are associated with managerial attitudes. Companies 
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with mentally retarded workers on their payroll had sig- 
nificantly more positive attitudes towards this disability 
group than companies without such workers (Bolanovich & 
Rasmussen, 1968). In contrast, Hartlage and Taraba (1971) 
found that employers with unknown records of hiring per- 
sons with impairments were as receptive to doing so as 
companies with known hiring records. Both the attitude 
measures and sampling procedures used in both studies 
could bear upon their different results. Two researchers 
(Bolanovich & Rasmussen, 1968; Laitmon, 1973) did find 
less positive attitudes among employers with terminated 
disabled workers than employers with retained disabled 
employers. Both studies had small samples of such 
employers, which limits further analysis. 
A Typology of Attitude- 
Behavior 

Differences in experience with the object of an 
attitude were suggested as a pivotal condition for the 
diversification of attitudes ranging from prejudice, 
through stereotypes, to acceptance. An acid test for atti- 
tudes is their prediction of behavior. Ajzen and Fishbein 
(1977) identified a key criteria shared by both attitudes 
and behaviors: a target (object) at which an action is 
directed. Ina review of 109 studies, these authors found 
that the magnitude of correlation between attitudes and 
behaviors was poneierentic related to the magnitude of 


correspondence between action and target elements of these 
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attitudes and behaviors. Consequently, it is more than an 
assumption that increasing understanding of attitudes and 
behavior can result from increased understanding of the 
elements they share. A logical extension when establishing 
a range of attitudes is to conceptually Penetrace a range 
of corresponding behaviors. | 

How employers treat statuses is central to the 
relevancy of an attitudes-behaviors typology to labor 
market conditions. Individuals at birth indigenously 
possess certain ascribed statuses, such as race, sex, Or 
parental socioeconomic status. Other social statuses are 
achieved, for example, education and occupational attain- 
ment. It is uncertain as to whether the disabling conse- 
quences of impairments, determined by the age at onset of 
the impairment and/or the degree or severity of the dis- 
ability, are treated as either ascribed or achieved 
statuses. How these consequences are communicated as 
being either modifiable or unmodifiable may influence 
their interpretation by employers. 

The range of employer attitudes can be linked to 
corresponding forms of hiring behaviors in accordance with 
how types of social statuses are evaluated by employers. 
Prejudice occurs when managers discriminate against appli- 
cants by weighing only ascribed, unmodifiable, statuses 
such as race, sex, or impairments rather than considering 
job-specific criteria. When employers weigh achieved, 


modifiable, statuses such as education, work history, and 
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find the applicant unqualified on the basis of job-specific 
criteria then rejection is reasonably justified. When 
ambivalent stereotypes, due to uncertainty or inability to 
judge an impairment as either 2 modifiable or an unmodifi- 
able condition, create inaction, no hiring decision may be 
made. When an applicant is hired on the basis of achieve- 
ment alone, the corresponding attitudes are acceptive. 
This typology suggests that positive experiences with job 
applicants who are disabled can help employers make such 
decisions. Hiring based on a lack of such experiences may 
stem from false positive stereotypes reinforced by halo 
effects. | 

Additional research bears upon the range of behav- 
iors in this construct. As indicated in Appendix A, Table 
4, among eight samples of employers, an average of 60 per- 
cent expressed willingness to hire workers with impair- | 
ments, while actually only 32 percent had done so. This 
table also illustrates that the oreention to hire workers 
with impairments is generally greater with those employers 
who have had previous experience with disabled workers. 
Job applicants with various disabilities, these studies 
reveal, can experience wide discrepancies in intended and 
actual hiring patterns by employers. Also suggested was 
that hiring intentions may result in either inaction, 
rejection, or discrimination, depending upon the respective 


attitudes that underlie willingness to hire. 
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Economics: Theory Review 


Employment decisions, by both employers and job 
applicants, take place within the context of labor markets 
and represent an exchange between buyer and supplier of 
“labor. In looking at the hiring behavior of employers 
regarding individuals with disabilities, it is essential 
to consider the fundamental workings of labor markets. It 
is through these considerations that identification can be 
made of both the way in and the points at which attitudes 
might influence employment levels (Bolanovich & Rasmussen, 
1968). | 

Exchanges in the labor market reflect the input of 
both potential workers and potential employers. Attitudes 
can affect decisions to supply labor as well as the nature 
of the demand for labor. 

This segment of the review of the literature will 
address two of the three classes of explanations Fletcher 
(1970) suggested might be brought to bear on the comparison 
of employment levels of persons with disabilities and the 
general population. These two classes, which are treated 
together here because of their close relationship, are: 
(1) productivity related explanations and (2) explanations 


related to voluntary decisions to supply labor or not. 


Labor Market 


Labor markets consist of buyers and sellers of 


labor and function to allocate human resources within the 
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economy. merongh the labor market, trades are made between 
particular employers and particular job searchers by which 
both parties attempt to optimize their gain in the exchange. 
Participation in the labor market, both by employers and by 
job hunters, depends on a variety of circumstances that 
influence a buyer's or seller's relationships with the 
labor market. 

There are markets for different types and levels of 
skills, in different industries, and in different geo- 


graphic locations (Heneman & Yoder, 1965). 


The Demand for Labor 

From the perspective of the employer, the decision 
to enter the labor market is based on a need for workers to 
answer production requirements. The demand for labor is 
called a derived demand because it stems from a demand for 
the product or service that the employer provides. If no 
such demand exists, there will be no need to enter the 
labor market to hire workers (Bowen, 1969). In attempting 
to meet production of service needs, the demand for labor 
will be shaped in part by the productivity of labor. The 
more productive a worker is within a given wage range, the 
greater the employer's relative gain will be in hiring. 
The employer is concerned with what is termed the marginal 
productivity of a potential worker. Marginal productivity 
is defined by Schroedel and Jacobson (1978) as the change 
in output resulting from a unit change in labor when all 


other factors in the production process are held constant. 
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Within a labor market the employer will essentially 
be faced wtih a distribution of ere productivities, as 
different job seekers will have different levels of pro- 
ductivity. Through recruitment and screening, ene employer 
will attempt to find the most productive workers, or those 
workers who can contribute the most revenue beyond cost 


(Heneman & Yoder, 1965). 


The Supply of Labor 
Looking at the supply side of the labor market, 


individuals make a choice whether or not they will partici- 
pate in the labor market, whether they will supply labor 
within the market or engage in nonmarket activity. If 
people choose to participate in market activity, that is 

to supply labor, they also may choose the number, given 
institutional constraints, of hours of labor they are will- 
ing to supply. Many factors can influence these choices, 
which can be traced to a person's basic tastes, wages | 
offered, present family income, and other circumstances 
(Schroedel & Jacobson, 1978). 

The relationship between productivity and wages is 
basic here, as the expectation is that increased productiv- 
ity and wages will act as inducements to enter into market 
activity (Bowen & Finegan, 1969). For persons with dis- 
abilities, financial disincentives, such as transfer pay- 
ments and basic costs of labor market participation (e.g., 
higher transportation cost, attendant care, or additional 


prosthetic needs), enter into opportunity cost calculation 
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and can act as disincentives to labor force participation. 
Disincentives can raise the wage rate a person will require 
in order to make labor force participation worthwhile 


(Bowen & Finegan, 1969). 


Uncertainty and the Lack 
of Perfect Knowledge 


In theory, the ideal market is mnekenene all par- 
ticipants have complete knowledge of all other buyers and 
sellers and of the rate of exchange for a given product in 
the market. This inclusive knowledge would permit the 
market to operate more efficiently. In the actual labor 
market, buyers and sellers of labor do not have exhaustive 
knowledge of all of the exchange cand aionse Buyers and 
sellers (employers and job hunters) may not be fully aware 
of each other. Employers may be aware of a range of job 
seekers and job searchers likewise may be aware of a range 
of employment possibilities (Mager, 1977). 

There is no certainty that this range of familiar- 
ity is representative of the total range of possibilities 
for either the employer or the job hunter. Additionally, 
an employer cannot be completely confident of the value of 
the applicant's labor and the applicant is necessarily 
uncertain of the full circumstances of the job before 
working on it. Employers, teens take risks in hiring 
employees since they are unable to have certain knowledge 
of a person's productivity in the work setting (Levitan, 


Mangum & Marshall, 1972). 
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Employers attempt to reduce uncertainty by making 
use of proxies or indicators of productivity potential, 
such as level of education, work history, and skill train- 
ing, in screening applicants. Other BUD jeeL ive factors, 
such as demeanor, appearances, or social biases may affect 
employer estimates of job applicants' productivity. This 
is a clear instance where the demand for the labor of per- 
sons with disabilities can be reduced by social psychologi- 
cal patterns (Fechter & Thorpe, 1977). It may be assumed 
that a person will, on the job, have an actual productivity 
level. This level is unknown prior to hiring, but is 
evaluated nonetheless. The processes and rept eTe Fs pro= 
ductivity evaluations of persons with disabilities are 
critical concerns of this study. 

The employer is also unable to be familiar with all 
of the persons who might possibly fill a position. In this 
circumstance the employer makes a decision to hire based 
upon the idea that the cost of further searching is 
unlikely to yield a job applicant with an appreciably 
greater value to the firm. Thus, when potential workers 
with disabilities are not visible to an employer, there 
will be little opportunity to consider them as employees 
(Bradshaw, 1973). | 

A lack of knowledge of effective and efficient job- 
search methods, increased costs of various job-search 
activities due to the disability and expectation of nega- 


tive employer attitudes can all serve to reduce search 
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activity, and thus the supply of labor. This can lead, in 
effect, toavoluntary restriction of a person's range of 
employment opportunities and to reduce levels of employment. 
Decisions to supply labor and to search for opportunities 
to supply labor can have attitudinal correlates (Bowen & 
Finegan, 1969). As noted, expectations of negative atti- 
tudes in hiring and associated unfavorable treatment and 
lack of advancement can induce a person to withdraw from 
the market. Unfavorable attitudes can also raise the cost 


of job search and have similar results. 


Economics: Empirical Review 


Essentially, the production level of the job hunter - 
has been nominated as a critical factor both in the 
employer's hiring decision and in the individual's decision 
to participate in the labor force. For the employer, 
greater absolute productivity means greater efficiency. 

For the supplier of labor, increased productivity can mean 
increased income (pecuniary and nonpecuniary) and can pro- 
vide greater incentive for participating in the labor mar- 


ket (Schroedel & Jacobsen, 1978). 


Proxies of Productivity 


| Researchers attempting to measure absolute levels 
of productivity have made use of proxies, such as educa- 
tion level or training experiences, as assumed indicators 
of productivity. Looking first at labor force participa- 


tion rates, Bowen and Pinegan (1969), reporting on data 
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from the 1960 census, noted that the level of educational 
attainment among men is positively associated with labor 
force participation when the effect of age, marital status, 
race, and other nonwage incomes are controlled. Further 
examination of the impact of education upon employment 
status led to the suggestive finding that the higher the 
quality of education obtained, the higher the participation 
rates of prime-age males (Bowen & Finegan, 1969). 

Bowen and Finegan (1969) also examined the notion 
that the amount of learning on a job will be positively 
associated with productivity levels and consequently with 
participation rates. 

The effect of education as a productivity proxy is 
also seen in whether or not someone has a job once in the 
labor force. Levitan, Mangum and Marshall (1972) reported 
on U.S. Bureau of Labor Statistics data that indicate a 
generally consistent relationship between increased educa- 
tion attainment and reduced unemployment rates across all 
age levels. Allenand Gutteridge (1976) noted the non- 
pecuniary benefits of increased education. They reported 
on research pointing to greater satisfaction with promo- 
tional opportunities among a group of employed persons 
with bachelor's degrees when POnOATedntG their former 
classmates at a two-year college. Mincer (1962) and 
Andrisani (1977) reported on data providing support for 
the belief that on-the-job training experiences increase 


worker productivity and consequent returns to the worker. 
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According to the research reviewed by Becker (1964), 
the returns to education are consistent across levels of 


education and with school rank and measured IQ controlled. 


Alternates to Proxies 

The exemplary review of empirical literature relat- 
ing eancational attainment and training experiences to 
labor force participation variables, lends support to the 
marginal productivity theory of wages as outlined earlier. 
However, alternate explanations of these results are 
available. Berg (1971) challenged the essential relation- 
ship between education and productivity, arguing, in part, 
that educational requirements serve to weaken the competi- 
tive forces of the labor market by acting as artificial 
barriers to jobs. Other factors of a structural nature 
that relate to education attainment, for example, may be 
critical for occupational attainment, with educational 
requirements serving to bar access of those less favorably 
situated in society. Social biases regarding the value of 
education in general may also interfere with more objective 
assessments of absolute productivity levels (Schroedel & 
Canaan 1978). Fechter and Thorpe (1977) in their 
inquiry into labor market discrimination against workers 
with disabilities cited the essential difficulties of dis- 
tinguishing among voluntary Vabor supply decisions, pro- 
ductivity levels, and discrimination when looking at dis- 
parate labor market achievements. 


A mediating factor for the employer is the 
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recruitment effort, and for the potential wage earner, the 
job search. The lack of perfect knowledge of these labor 
market participants will restrict their exchanges. For the 
job searcher, research has indicated that some sources of 
job leads are more effective than others, with those from 
friends and relatives and direct application to a company 
being most effective (Jaffe, Day & Adam, 1964; Sheppard & . 
Belitsky, 1966; Jones & Azrin, 1973). Granovetter (1974) 
reported on research indicating that jobs found through 
friends and acquaintances tend to be higher paying and more 
satisfying to the worker. Notwithstanding, job hunters do 
not all follow the same patterns of search (Bradshaw, 1973) 
and different outcomes may be anticipated. These differ- 
ent patterns of search may reflect a number of factors 
including relative access to an awareness of efficient 
search methods. | } 

In general, efforts to put employers and potential 
workers with disabilities into contact with each other can 
further be affected by attitudes. Recruitment efforts can 
be restricted by unfavorable attitudes of employers toward 
persons with disabilities or their representatives. Job- 
search efforts by the supplier of labor can be made more 
costly in terms of dollars, time, and emotional investments 
by negative attitudes towards disabilities. These may be 
important factors in the dynamics of labor force participa- 


tion of persons with disabilities. 
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Characteristics of Employers' Attitudes 
Toward Impairments 


Employers are not a homogeneous group. As indi- 
viduals they can be characterized by their position ina 
company, their age and education, and by aspects of their 
career patterns in personnel and industrial management. 

Level of management was observed by Nichols (1970) 
to be an important source of variations in employer 
response to hiring blind workers. Personnel managers and 
first-line supervisors share numerous similar attitudes 
toward disabled workers, but do differ in respect to per- 
ceived economic costs and the role of union regulations 
(Schletzer et al., 1961). A national sample of personnel 
managers waS more aware and had more receptive hiring 
attitudes toward retarded persons compared to a St. Louis 
sample of general managers (Bolanovich & Rasmussen, 1968). 

Research studies indicate mixed support for arcs 
pects of linkages between an employer's age or education 
with his or her attitudes toward job hunters with impair- 
ments. Among personnel managers those who were younger 
and better educated compared to those who were older and 
less educated were more receptive towards hiring mentally 
retarded workers (Phelps, 1965). Younger school adminis- 
trators tend to be more posutive in attitudes towards 
teacher applicants with impairments than were older 
administrators (Ayer, 1970). Correlations between chrono- 


logical age of employers and receptivity to hiring mentally 
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retarded persons range between 0.12 (Hartlage, 1965) and 
-0.23 (Cohen, 1963). A study by the Schletzer group (1961) 
found that age and education among a national sample of 
employers were not significantly related to Be eicudes 
‘toward workers with disabilities. 

The range in chronological age and level of educa- 
tion among personnel managers, as sampled by Phelps (1965), 
oe greater than the corresponding ranges for the same 
variables among managers sampled by the Schletzer group 
(1961). The former study found Significant patterns 
between these demographic characteristics and attitudes 
while the latter study did not. Since the same attitude 
scale was used in both investigations, there is some sup- 
port for Bofeluaing that invariance in age and education 
can reduce probabilities of correlating these variables to 
aeeteates toward workers with disabilities. Another point 
is that education appears to be more important than age in 
influencing attitudes. 

Additionally, much of the literature focused in the 
field of personnel relations was significantly associated 
with attitudes among personnel managers in the study by 
Phelps (1961). Since respondent's age as well as education 
can covary with these above variables, the aforementioned 
methodological conditions apply here as well. 

Seven studies have assessed how size of firm, as 
measured by magnitude of work force, may relate to employer 


attitudes toward applicants with disabilities and/or 
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impairments. Positive associations between these variables 
were reported by Baxt (1959), Hartlage (1966), Phelps 
(1965), and Reeder (1958), but not by Bolanovich and Ras- 
mussen (1968), Schletzer et al. (1961), or Wolfe (1961). 

In sum, these studies indicate that larger firms were more 
receptive than smaller firms to hiring disabled workers. 
Bolanovich and Rasmussen (1968), for example, reported an 
overlap between level of company contact and Size of firm: 
respondents were top-level executives in smaller firms and 
personnel managers in large firms. This covariance was not 
separated in treating employer attitudes. 

Research studies on the relationships between 
employer characteristics and attitudes toward workers with 
disabilities collectively suggest that multivariate, rather | 
than bivariate, treatments are needed to establish more 
consistent associations between these variables. Care in 
sampling as well as in specification of each variable is 
also needed to develop more interpretable results. The 
studies reviewed, however, do produce some empirical sup- 
port for observation how variations in employer traits can 


relate to their reactions to job hunters with disabilities. 


Employer Attitudes Toward 
Specific Impairments 
In further exploring productivity evaluations, rc 
is useful to examine existing research regarding how 
employers look at disability. In this context perspective 


is gained by first examining the attitudinal response of 
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the general society to persons with impairments. In 
measuring these attitudes, researchers have used various 
approaches. Yuker, Block and Young (1966) stimulated 
response to impairment through a generalized referent such 
as the disabled. Others, such as Jordan (1968), and 
Siller et al. (1967a, 1967b) measured peeanades by refer- 
ence to specific impairments. 

An example of research investigating responses to 
impairments is seen in the work of Tringo (1970). Fol- 
lowing conceptions of relative preferences for different 
racial groups, Tringo explored the notion that not only do 
people make distinctions among types of impairments, but 
that a hierarchy of preference exists with respect to 
these specific impairments. For this research, an adapted 
social distance scale (Disability Social Distance Scale) 
was developed and 455 students were tested. Appendix A, 
Table 2, lists the rank ordering of social distance scores 
that emerged for 21 impairments. 

The present points of interest emerging from this 
study are that, as expected, impairment was responded to 
in terms of specific types rather than in a generalized 
manner and there was an established hierarchy of prefer- 
ence. Correlation coefficients on the rating hierarchies 
were very strong. The samples were divided into groups 
showing the greatest differences in absolute ratings and 
the correlation between the rank ordering was r=.95. 


Similarly, males and females tended to assign different 
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absolute scale values but the rank ordering across the 
sexes correlated at r=.98. This study does indicate, 
then, that impairment is not perceived as generalized, 
although some degree of distance feelings would seem to 
be generalized. It is also possible that low social dis- 
tance rating may be influenced by tendencies to give more 
socially desirable responses. This may contribute to the 
relatively positive mean scores given to all twenty-one 
impairment types in Table 2 (Appendix A). 

It is instructive also to note factors associated 
with progressive distance ratings in moving from the 
impairment respondents were most comfortable with (ulcer) 
to the impairment they felt the most distance from (mental 
illness). Elements of familiarity, visibility, and pre- 
dictability of action seem to meee S steady effect on par- 
ticipant ratings. Shears and Jensena (1969) suggested six 
dimensions that interact in a composite structure of per- 
ceptions of acceptability of impairments. These are: (1) 
visibility; (2) interference of communication; (3) social 
stigma; (4) reversability of impairment prognosis; (5) 
extent of incapacity; and (6) difficulty imposed on daily 
living. These tendencies can be particularly relevant 
when considering the roles of uncertainty and stereotypes 
in productivity evaluations and hiring investment deci- 
sions. 

The Tringo (1970) study reported data on students 


with the likely expectation that these findings would be 
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37 
repeated on research with other segments of the population. 
The particular concern here is with employers. In this 
review of the Prteratures Yuker (1977) concluded that, with 
some exceptions, acceptance of various impairments by 
employers followed patterns similar to those of the general 
public. Those with ulcer, diabetes, or loss of one limb 
are most acceptable, while those with mental retardation or 
severe epilepsy are least acceptable. Employers differed 
from the penerad population in that they resist hiring deaf 
or blind persons, which perhaps can represent an increased 
concern with productive output in the interaction with the 
work environment. Appendix Tables 3, 4, and 5 suggest a 
hierarchy of disability preferences among employers. Com- 
parisons between these tables and Appendix Table 2 indicate 
some similarities and dissimilarities among disability 
rankings. These differences may stem from the possibility 
of the existence of two sets of disability preferences, 
one applicable to social settings and the other applicable 
to job settings. 

Yuker's (1977) review indicated that the market 
stimulus value of impairment indices can vary in their 
effects on productivity evaluations and that some types of 
impairments will be viewed more negatively than others. 

To some degree, these distinctions will be made on the 
basis of beliefs or reactions to the given impairment 
stimuli. These beliefs may be based on a variety of fac- 


tors, including somatopsychological responses, stereotypes, 
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and levels of uncertainty regarding given impairments. 
Employers seem to consistently react to interac- 
tions between type of impairment and the type of job 
involved. Williams (1972) reported on a study of Minne- 
sota employers showing general interactions between type 
of job and type of impairment. For ten types of impair- 
ments, employers were asked whether they would reject 
applicants fe ack of four jobs: production, management 
clerical, and sales. Rejection rates ranged between 17.2 
percent and 96.2 percent. Clear differences emerge both 


by impairment and by type of job. For instance, 72.5 per 
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e 


cent of employers would reject persons with epilepsy from — 


production work while only 43.0 percent would reject per- 
sons with epilepsy from clerical work. (For more detail 
on impairment and job interactions, see Appendix A, Table 
5.) 

Employer responses to impairments also appear to 
vary according to work traits. Hartlage, Roland and 
Taraba (1971) found differences in employer ratings of 
five impairments (emesnserte. delinquents, epileptic, 
retarded, and amputee). (See Appendix A, Table 6.) 

Notably, the person with an amputation is rated 
more favorably than the nonimpaired tay ical For the 


employer, amputation as an impairment is relatively free 


of the uncertainties of the less predictable or understood 


impairments such as emotional disorders. This situation 


may permit a positive stereotype of the disabled individual 
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as a striver who will be grateful for an opportunity to 
rise to the surface. 

Other factors seem also to affect employer 
responses to disability. Several studies (Grace, 1970; 
Schletzer et al., 1961; Wilson & Richards, 1975) indicated 
that employers feel that in many cases there is less 
flexibility in the kind of jobs individuals with disabili- 
ties could do. Williams (1972) noted perceptions of 
increasing supervisory costs in employing disabled workers. 
Bolanovich and Rasmussen (1968) reported employer concerns 
about the time it would take to break in mentally retarded 
workers. Lee et al. (1957) identified concerns for 
increased inSurance related costs in the hiring of cardiac 
- patients. 

Various studies report on a variety of employer 
response patterns relating to individuals with work dis- 
abilities. Consistently, some line of logic can be drawn 
from perceptions of the disability to concerns in or 
ratings on hiring. In each case the line of logic can be 
tied to productivity concerns of the employer, if produc- 
tivity is understood in terms of relative overall gain to 
the employer in hiring a worker. 

Nonetheless, it may be seen that employers tend to 
draw these connections too strongly and that the implica- 
tions of the disability for productivity are overstated. 
| Research (Bolanovich & Rasmussen, 1968) indicates that 


experience in hiring can lead to more favorable attitudes 
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towards additional hiring. Nagi, McBroom, and Collette 
(1972) also cited the same type of favorable attitudes. 
The rehiring of former employees who became disabled repre- 
‘sents a situation where employers will be more certain of 
Ee ahorive skills and the effects of disability on employer 
hiring behavior are less in the rehiring situation. 
Research by Jaffe, Day, and Adams (1964) indicated that 
rehired workers do better in terms of pay and promotions 
than other labor market participants with disabling impair- 
ments. 

However, the modifiability and the individuality of 
the disabling situation indicate that the disability is best 


understood as a signal of productivity, which can be 


adjusted. A lack of awareness of such possibilities can 
lead to a relative certainty of an individual's inability 


to perform on a job. A limited awareness of modification 


possibilities can lead to an uncertainty as to how to pro- 
ceed and the extent of implied costs in hiring. Such costs 
can, of course, reduce the marginal value of hiring a given 
job searcher. This point is to enhance opportunities so 


that productivity signals overcome disability indices. 


Attitude of Computer Industry Towards 
the Visually Impaired Individual 
The employer attitude towards disabled individuals 
traditionally has been considered the greatest obstacle 


faced by visually impaired individuals and their counselors 


and teachers (Bowe, 1978). The evidence accumulated by a 
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large number of research studies suggested that this is 
correct. The problem, as described, has been that 
employers tend to see, and judge disabled applicants more 
on the basis of disability than ability (Bowe, 1978). 
Eiseman (1972) did a survey in Los Angeles, California 
which revealed that employer attitudes towards visually 
impaired individuals were less favorable than towards any 
other prospective group of applicants surveyed, including 
elderly individuals, minority-group members, ex-convicts, 
and student radicals. A study by Williams (1972) found 
that a full 50 percent of the employers surveyed would not 
consider any visually impaired or mentally disabled indi- 
viduals for any job. Gildea (1970) reported in virtually 
all his research that a large proportion of employers, 
including those in the computer industry, were unwilling 
to employ visually impaired individuals. Almost invariably, 
employers are given no information about the individuals to 
be rated ater than basic demographic data and even this is 
usually restricted to a single parameter: type of dis- 
ability. | 

Employers tend to perceive visually impaired indi- 
' widuals as more expensive to hire, train, place, and pro- 
vide supportive services for than other workers. It is 
encouraging to note that when employers who have hired 
visually impaired individuals are compared to those who 
have not, the attitudes of the former are dramatically 


more favorable (Ward, 1973). 


> Se 7k DOT AOGT ST Vea 
i 2 Vie 98 Ge 9025. 
- ‘ ; 
y , S ef Cees 
’ 
4 
> 
{ ’ 4 ¥ 
Pet aa 
1 
. f ic¢cs 


Geto vilscota .aisehivill 


4 ja yhe A ,elsotbex sash 


- . + 4 « a, oa — 
* ta" 74 # - 7 pen oe ays 


— 


wsisomi vhieoels 


c if ntugna sith «ae: 

ee pS ivedrts bes kegs ilewetw Y 
af —_ san: ca aerig 1%: 

eis B : ‘2 ao ae spomed oiaed gang | 


‘S4eualiv eyieogey of Sin? eseye 


wr ire .60ala ..f >’ .eeie os eviac=TEp a 


” 
ade 
a 
oF 
, 
‘ 

} 


t 21 .bistuow sce nee Beacon vee 
ae #769 af’ essvotonme get dads = J 


wy 2heds of beveciags 226 ia a 


eilecttomoud was 199rSH) we ad ied 
= ree = 


— 


42 

Negative attitudes among employers influence employ- 
ment of the visually impaired individual in more than mere 
hiring. Also affected are the level of the job in which — 
the individual is placed, the compensation awarded, the 
opportunities for advancement, and the likelihood of 
being among the first fired in an economic downturn. 
Employers indicating a willingness to hire visually 
impaired individuals present a substantially greater 


resistance to promoting them. 


Top Managers 


The attitude of top personnel officers has been, 
and continues to be, one of caution, of reserve, and of 
suspicion as to the motives of anyone recommending a 
visually impaired individual for employment in a data pro- 
cessing operation (Nichols, 1970). 

It is unfortunate that the image of the visually 
impaired individual as one who can only make brooms, cane 
chairs, sell pencils on the street, or, at best do routine 
transcription work in an office has clearly not been 
eliminated (Adams, 1974). 

With this kind of attitude at the top level of 
Management, it is most difficult for the visually impaired 
individual even to get into the personnel department to 
demonstrate their abilities. 

Nichols (1970) also stated that once into the per- 
sonnel department and once they are convinced that they 


have a potential candidate, the next problem is with the 
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middle management. 


Middle Management 


First there is skepticism as to whether a visually 
impaired individual can do the job at all. Next, they just 
can not see how a visually impaired individual can possibly 
perform as well as a sighted individual. Then there is | 
concern about the high risk of failure. In computer 
operations the work load is heavy and everyone must carry 
his own share. The review of the literature revealed that 
the attitude of middle management, when considering a 
visually impaired eevee oan not help but feel that 
there is great risk of failure with such an individual. 
They look at the six months of training that is involved, 
picture a failure, and see another six months training a 
replacement: a loss of a year in the operation (Alford, 


1969). 


Line Management 


The thinking of line management focuses on practi- 
cal day-to-day operations. Nichols (1970) advocated that 
companies employing visually impaired electronic data 
processing workers encourage public media exposure: (1) 
to encourage other firms to hire similarly, and (2) to 
benefit the public image of those companies hiring visually 
impaired electronic data processing workers. Agencies 
serving the visually impaired individuals should be aware 


of electronic data processing job requirements in order to 
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refer the best qualified visually impaired peniicaraemsna 
also to counsel visually impaired individuals about career 
opportunities in the computer fie ids Computer training 
facilities must be updated to meet the needs of the indus- 
try and to accommodate the training of visually impaired 
fda iga icon all appropriate equipment and in program 
languages. 

Line management is also concerned about how one 
supervises a visually impaired employee, ag eth as about 
the safety of the visually impaired employee. 

The best and most effective agent of attitude 
change would, as stated by Nichols (1979), seem to be 
actually experience employing the visually impaired indi- 
viduals. By hiring, orienting, placing, supervising, and 
| interacting with visually impaired nee eid conee employers 
seem to come to see them as individuals with similar 
strengths and weaknesses as sighted individuals. 

Ward (1973) conducted a survey where a researcher 
actually went into various companies which pacehiced 
visually impaired individuals into their computer opera- 
tions and discussed with the immediate supervisors the 
disadvantages or difficulties encountered. Here is a 
composite of the comments made by the employers: (1) 
apprehensiveness at first, did not know what to expect, 
just could not see how this individual could function as 
a programmer; (2) the individual adapted well to the new 


environment and to his fellow workers; (3) personality 
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and confidence soon proved, within a short period of time, 
that the job could be done, and (4) the tasks assigned were 
completed in a minimal amount of time, experiencing the 
same errors common to most programmers. 

The basic problem area encountered is that a 
visually impaired individual could not function effectively 
as a maintenance software programmer. A maintenance pro- 
grammer is an individual who maintains a software program 
written by someone else. It would be more cost effective 
if the visually impaired individual rewrote the program in 


his or her own logic. 


Summary 


Research studies indicate a wide range in attitudes 
among employers, which, in effect, can be considered as 
authentic or false (unrealistic) positive peereorynart or 
as negative stereotypes, which can consequently create 
employer prejudice and employer discrimination against dis- 
abled individuals. It was suggested that when respondents, 
such as employers, lack experience as well as commitment, 
their replies to some attitudes towards impairment scales 
can be influenced by halo and central tendency affects but 
actually are falsely positive stereotypes. 

| The interactions between productivity evaluations, 
impairment, and job settings return to the issue of impair- 
ment versus the work disability. The disability, again, 


represents the interaction of the function limitations of 
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the impairment with the work environment. In this setting 
a severe disability may be made less severe through a 

restructuring of the job, a modification of the work site, 
or through a more imaginative perception of the capabili- 


ties of the individual. 
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Chapter 3 
METHODS 


This chapter presents the methods and procedures 
used in this study. The essentials of the survey research 
process included the design, selection of subjects, instru- 
mentation, procedures of attitudinal research, presentation 


of the data, the method of evaluation, and criteria of 


evaluation. 


Design 


This study utilizes a descriptive survey approach. 
Fox (1969) defines a descriptive survey as a study which 
describes a specific set of phenomena in and of itself. 
Further, Fnisestoay is not based on a theoretical notion, 
but on empirical data as it relates to the visually 
impaired individual's employment in the area of computer 
services. 

The specific set of phenomena described is that 
employers, based on their positive or negative attitudes 
toward the capabilities of visually impaired individuals 
will be willing or unwilling to hire a visually impaired 


individual. 
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Selection of the Subjects 


Subjects were selected from large, medium and small 
computer organizations, located in the Southern California 
area. These organizations were selected from: (1) adver- 
tisements in a number of data processing magazines such as 
Datamation and Computerworld; (2) the San Diego telephone 
directory, listed under data; and (3) while attending a 
physically handicapped convention, the researcher received 
a list of names of individuals interested in the employ- 
ment of the physically handicapped. 

Each prospective respondent was sent, by mail, a 
questionnaire, a cover letter (Appendix B), a stamped 
return envelope, and a post card, should the respondent 
want a digest of the findings of the study. Each respond- 
ent was asked not to sign his or her name so that the 
results of the study would remain anonymous. The subjects 
used in the study consisted of 350 employers skilled in 
computer technology. Some were Naval and Federal Civil 
Service employers skilled in the following occupational 
areas: computer analyst, computer programming, computer 
specialists, personnel specialists, and information systems 
specialists. Other specialists were from various companies 
such as Control Data Corporation, Computer Sciences Corpora- 
tion, and International Business Machines Corporation. 

Questionnaires were sent to Navy professionals 
employed at Fleet Combat Directions Systems Support 


Activity, Naval Oceans Systems Center, San Diego, and 
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private industries in the Southern California area. These 
areas were selected because of the mien cour ens Seem 
able. 

The identification of key computer professionals 
was not difficult. The difficulty arose with the number of 
questionnaires returned. Of the 350 questionnaires sent 
out only 200 were mere ede Most were filled out completely 
and correctly. It became apparent to the researcher that 
most respondents were unaware that this type of problem 
really existed. One hundred were interested in obtaining 


a digest of the findings of the study. 
Instrumentation 


In order to generate the data needed to test the 
questions of this study a general questionnaire was 
designed. The instrument used in the study was designed 
by the researcher to elicit the attitudes of computer 
employers relative to the employment of the visually 
impaired individual in the computer industry (see Appendix 
C). Each question consists of the following responses: 
Strongly Agree, Agree, Strongly Disagree, and Disagree. 

The response No Opinion was omitted from the instru- 
ment in an attempt to stimulate respondents’ replies to all 
the statements presented in the instrument. Further, to 
eliminate the possibilities that respondents might use 
evasive action on those statements which could be a cause 


for attitudinal self-questioning. In other words, managers 
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50 
might answer a statement with, No Opinion, if they felt it 
was compromising or objectionable to their beliefs. 

To ensure the validity and reliability of the 
instrument, the researcher developed this questionnaire 
based on the feedback of various experts in the management 
field, various individuals in tests and measurements from 
United States International University, and from a number 
of experts in the computer industry. 

A pilot study was conducted, consisting of forty 
questions designed to provide a trial run of the data col- 
lection approach. It was conducted orally with a total of 
seven, as the target group. The target group consisted of 
four computer specialist division managers, two ccmputer 
technician department managers and one computer specialist 
ina fon=-supervisory position. Each question was thoroughly 
examined and either accepted or rejected. All rejected 
questions were omitted. The protr was then asked to deter- 
mine the reliability of each question through group dis- 
cussion and interpretation. 

After the pilot study was completed, a final ques- 
tionnaire consisting of thirty-two questions was developed 


for the study. 
Procedure of Attitudinal Research 


The researcher attempted to contact those individ- 
uals who were in managerial positions in the computer 


industry. Each manager was responsible for operating 
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and/or maintaining data processing departments. They also 
interview for jobs and set requirements for up-coming job 
openings; hiring and firing of individuals are also part 
of their Peeronsibilities. To ensure that the question- 
naires would reach the prescribed individuals, each 
envelope was addressed: ATTN: DATA PROCESSING ADMINIS- 


TRATOR. 
Presentation of Data 


Responses are tabulated in the form of statistical 
tables consisting of percentages accumulated from the 
instrument. The presentation of the results of this study 
are divided into men and women executives, between specific 
age groups, with supplementary evaluation of the variables 
of: education, marital status, size of the organization 
(dollar value); number of employees and geographic loca- 


tions are evaluated as they pertain to each statement. 
Method of Evaluation 


The results of each statement were documented and 

| tabulated using a hand analysis process of tallying. This 
method was used to determine which statements were answered 
most frequently, and also to determine if there were posi- 
tive or negative opinions based on age, sex, education, 
marital status, size of the organization (dollar value), 


number of employers, and geographic locations. 
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Criteria for Evaluation 


In an Rerenot to produce clarity and accuracy of 
data the following areas were used as criteria for evalu- 
ation of results within this study: 

1. The current statistical methodology was used 
to create a relatively visible approach for evaluation of 
research results. Further, it was suggested by the Cali- 
fornia State Board of Rehabilitiation, that this type of 
statistical approach would be most practical for their 
needs. Rather than trying to utilize another path or 
theoretical notion, the researcher felt, as a means of 
gathering and presenting the most accurate form of infor- 
mation, that the methods of tallying and percentage repre- 
sentation demonstrated an effective manner of appraising 
the results. 

2. Women and men were used to determine if there 
existed any differences of opinion between women of a 
particular age group and men of a particular nae group. 

3. Education, marital status, size of organiza- 
tion, number of employees, and geographic locations were 
used to elicit any similarities associated between these 
variables and the statements proposed within the instru- 
ments. 

4. To develop any consistency between those who 
employ the visually impaired and those who did not employ 


the visually impaired, and the manner in which they 
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53 
responded to each peeenent. | 
5. Purther, to distinguish whether the general 
attitude of the computer industry is Peetcive or negative 


toward the visually impaired computer professional. 
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Chapter 4 
FINDINGS 


This chapter presents the results of the attitude 
survey based on two hundred questionnaires received from 
data processing administrators throughout the Southern 
California area. Tables 1 through 32 report the results 
of the responses to each item on the questionnaire. (It 
should be noted that not all statements were answered, 
and because of this each table differs in the total number 
of responses.) 

Table 1 presents responses related to the knowledge 
of managers in the computer industry regarding current 
employment of the visually impaired. The responses shown 
in Table 1 were not considered positive or negative in 
nature, but rather were used as a base line for compara- 
tive analysis of replies to this statement. 

A total of 26 women employers responded to the 
instrument. Their mean age was 34.75 years, which was 
rounded to 35. These women were divided into two age 
groups; women 35 and under, hereinafter referred to as 
younger women, and women 36 years of age and older, 
hereinafter referred to as older women. 

One hundred and sixty-six male erotorecs responded 


to the instrument. The mean age was 41.78 years, which 
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55 
was rounded to 42. Men aged 42 and under were identified 
as younger men, while those 43 and over were identified as 


older men. 


Table l 
Employer Responses to Item l 


Item 1: We employ blind employees 
————————ooeeoeoeeoeoeoeqeoees~~SaaaaaeaSeSeSSe=a_"—=o.0—=—"’ 
Employer Responses 


No./Total 
of 
Groups Responses Agree % Disagree % 

ues ee 
Women . 

35 and under Lao Lr hier Sa 64.3 

Papeenger) 12 72°, 11." 2° 91.6.1 ~ 1°. 8.4 
Men 

35 and under 90a cy S550 one 64.5 

Semeedeataer 72.7 «86 439 = ©2 29:5 467 7°* 60.5 
TOTAL 192 78 (40.63%) 114 (59.3%) 


ee 
It was found that 78 individuals, of which 5 (35.7 
percent) were younger women, 11 (91.6 percent) were older 
women, 32 (35.5 percent) were younger men and 300 (397. 53 per= 
cent) were older men, reported that they employed the 
visually impaired. One hundred and fourteen individuals 
consisting of 9 (64.3 percent) younger women, 1 (8.4 per- 
cent) older woman, 58 (64.5 percent) younger men and 46 
(60.5 percent) older men, reported that they did not pres- 
ently employ the visually impaired were interested in what 
steps they could take to bring visually impaired computer 


professionals into their organizations. 
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A small computer organization consists of not more 
than 500 employees, a medium computer organization consists 
of not more than 2,000 employees, and a large computer 
organization comprises 2,000 or more employees. 

The findings shown in Table 2 indicated that the 
general consensus was that a visually impaired individual 
could do as well as a sighted individual with the same 
level of education and experience. Two hundred employers 
responded to this item, of which 135 (67.5 percent) felt a 
visually impaired individual could function as well as a 
sighted individual with the same educational and experience 
level. The other 65 (32.5 percent) employers returned 


| unfavorable responses to this item. 


| Table 2 
Employer Responses to Item 2 


Item 2: A blind person can do as well as a sighted person 
with the same level of education and experience. 


——————— 


No./Total Employer Responses 
Groups seaenen Agree % Pngrce g 
Women 
Pe oe 2G 18 35g 47 10 25.0 
Men 
2 OS RE SEO Hi ime 
TOTAL 200 135 (67.5%) 65 (32.5%) 
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Of the 26 women responding to this item, 16 (61.5 
percent) responded positively, while 10 (38.5 percent) 
responded unfavorably. Of the 16 women who responded 
favorably, 7 (50 percent) were younger women and 9 (75 
percent) were older women. Of the 10 women who responded 
unfavorably, 7 (50 percent) were younger women and 3 (25 
percent) were older women. Sixty-three (70 percent) of 
the younger men and 56 (66.7 percent) of the older men 
responded favorably toward the visually impaired individ- 

ual, whereas 27 (30 percent) of the younger men and 28 

_ (33.3 percent) of the older men did not feel a visually 
inpaivea ffatvidual could effectively function in the com- 
puter industry regardless of education and experience. 

Tables 2A and 2B represent the total correlation of 
responses used to determine attitudes by sex, age and size 
of computer organization. Of the 16 women employers, 4 (25 
percent) represented small organizations and 3 (18.8 per- 
cent) represented medium organizations (Table 2A). Of the 


22 males represented in small organizations, 12 (19 percent) 


were younger men and 10 (17.8 percent) were older men. Of 


the 75 men in medium organizations, 40 (63.5 percent) were 


younger men and 35 (62.5 percent) were older men, while the 
22 men representing large organizations consisted of ll 
(17.5 percent) younger men and ll (19.7 percent) older men. 
It was found that women and men between the ages of 
36 and 42, who managed medium size organizations, could be 


expected to respond most affirmatively to the visually 
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59 
impaired individual seeking employment in the computer 
industry (Table 2A). 

Of the 10 women representing small organizations, 2 
(28.6 percent) were younger women and 1 (33.3 percent) was 
an older woman. Only 1 (14.3 percent) of the women 
employers in this group was a manager in a medium size com- 
puter organization while 4 (57.1 percent) younger women and 
2 (66.7 percent) older women were employed in large size 
Sronenrer organizations (Table 2B). 
| Six (22.2 percent) younger men and 5 (17.9 percent) 
older men were executives in small organizations, 9 (33.4 
percent) younger men and 10 (35.5 percent) older men repre- 
sented medium size organizations while 12 (44.4 percent) 
younger men and 13 (46.6 percent) older men peneesented 
large organizations. 

It was found that both younger women and older men 
who represented large Beeenicarions agreed that visually 
impaired individuals could not function as well as sighted 


individuals with the same level of education and experience. 


A comparison between Table 1 and Table 2 indicated 
that 95 percent of those who employed the visually impaired 


individual felt that with equal education and experience a 


visually impaired individual could perform as well as a 
sighted individual. In contrast employers who did not 
employ the visually impaired individual provided no dis- 
tinguishable patterns relative to this statement. 


The findings shown in Table 3 were used to determine 
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61 
if employers considered work environment mobility a serious 
problem for visually impaired employees. Two hundred indi- 
viduals responded to this item. 

Eight (57.4 percent) of the younger women felt that 
mobility was a serious problem for the visually impaired 
professional, while 6 (42.6 percent) of the younger women 
felt that mobility was not a serious problem. Four (33.3 
percent) of the older women believed that work environment 
| mobility was a serious problem, while 8 (66.7 percent) of 


the older women felt this type of mobility was not a serious 


_ problem. 


Of the 90 younger men responding to this item, 41 
(45.6 percent) felt that mobility was a serious problem, 
while 49 (54.4 percent) did not feel that mobility was a 
serious problem. Forty-five (53.6 percent) of the older 
men felt that work environment mobility was a serious 
problem, whereas 39 (46.4 percent) of the same group felt 
that mobility was not a problem. 

It was found that older women and younger men felt 
that mobility was not a problem, while younger men and 
older men took the opposite view. The findings indicated 
that of the 200 respondents 102 (51 percent) felt that work 
environment mobility was not a serious problem for the 
visually impaired within the computer industry. 

In comparing the responses of these employers to 
those who did not employ the visually impaired professional, 


it was found that 80 employers in the latter group indicated 
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62 
mobility as a serious problem for the visually impaired 
professional. This would indicate that perhaps fears about 
employee mobility may have accounted for their failure to 


employ the visually impaired individual. 


Table 3 
Employer Responses to Item 3 


Item 3: Mobility is a serious problem for blind people. 
eee 
Employer Responses 


No./Total 
of ———— 
Groups Responses Agree % Disagree % 
a . 
Women 
35 and under 14 _ 8 _ 57.4 6a 42.6 
36 and over (een comer dais 33.3" 8 gf 1 6607 
Men | 
42 and under 90 _ 41 _ 45.6 4955 54.4 
43 and over sai Sesh eme co 53 Cbg 39 5, 5-46.54 
TOTAL 200 98 (49.0%) 102 (51.0%) 


rr 


The findings indicated in Table 4 showed that the 
employers in the computer industry believed it would be 
aifficult for the visually impaired professional to get 
employment in the computer profession as compared to other 
fields. 

The results shown in this table revealed the atti- 
tude of managers in the computer industry concerning the 
flexibility and accessibility of hiring the visually 
impaired professional. One hundred and sixty-six individ- 


uals responded to this item. 
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Only 2 (14.3 percent) of the 14 younger women | 
executives responded that they felt visually impaired 
individuals found it easier to get jobs in the computer 
profession than in other professions. A total of 12 
(85.7 percent) younger women felt entrance into the com- 
puter profession would be difficult for the visually 
impaired. Of the older women, 7 (58.3 percent) believed 
a visually impaired professional would find it easy to 
obtain a job in the computer industry, while 5 (41.7 per- 
cent) of the older women felt that such an individual 
would find it difficult to obtain a job in the computer © 


industry as compared to another profession. 


Table 4 
Employer Responses to Item 4 


Item 4: Blind people find it easier to get jobs in my ees 
fession than in another profession. 


ww J er 


No./Total Employer Responses 
of ee 
Groups Responses Agree g Disagree % 
Women 
35 and under 14 _ 56 2.29 14-3 12247 85-7 
36 and over 12 7 58.3 5 41.7 
Men 
42 and under 90 _ che) a 38.9 55 61.1 
Fe, S00 toy l0en 42.20. 0arec40,4 2,180.0 
TOTAL 166 54 (32.5%) 112 (67.5%) 
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Of the 140 male respondents, 35 (38.9 percent) and 


10 (20 percent) older men would find it easier to obtain 
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employment in the computer industry than in another pro- 
fession, while 55 (61.1 percent) younger men and 40 (80 
percent) older men felt that obtaining a job in the compu- 
ter profession would be difficult for the visually impaired. 

The general consensus of men and women was that 
visually impaired individuals would not find it easy to 
get employment in the computer profession as compared to 
another profession. 

The information from Table 1 was compared with the 


results of Table 4, and it was found that individuals who 


q did not employ the visually impaired are generally of the 


opinion that such individuals would not find it easy to 
obtain employment in the computer profession. 

A correlation was found between those individuals — 
who employed the visually impaired (see Table 1) and those 
respondents who indicated that training for work in the 
computer field would not be hindered by blindness (see 
Table 5). Those who did not employ the vistally impaired 
- gcored well within the range of those individuals who felt 
that blindness would be a hindrance in training for work 
in the computer field. This is an indication that compu- 
ter executives have few guidelines or eran work back- 
grounds from which to evaluate the handicapped employee. 

| Five (35.7 percent) of the younger women felt that 
blindness would hinder computer training, while 9 (64.3 
percent) believed that it would not. Of the older women 


8 (66.7 percent) believed that such training would be 


i 
7 


aay « 


Lane SS SS SS a a a a a 


. s ad 
‘Mav ott yolique ton Seb aby eae 


isos@id so esatishiop wet epad); 


GS 2ecnaity wis to i dnowteg Tet) 


J 1? ’ SVs | a 
; JL GON &laudiv cant 


Ro to7gG Isivetoe efit at Jae 


| | * 

aigslT mox7 noltaarxo8as 

ate 

‘sid Sovot paw 2h bas Ak olde 


feqmk ¢ilseely wig 


< * 


a 
x 


tlsubiv i bh: dia ae 
a ma 


} tolvdamo ay af Jia 
SS 


jed Scdo2 sew avtdsfesyeg 
hae 2 pesye? vitsoady ak J ” 70. 
=o 


ae At F pegs 1 
“1) Leventhal ow e3ae 
at 


= 


; 
Lt @d ton $foeou Sie 


-ibol @eagit 30 epmey siz abtdiw £m 
(£633 mi geoxvothiatd gs ed EBlszow a 


i4moloat xe el elAar ,hbtalke wee 
{ 


works ety egegtese of dolar 


- 
5 


~ fe hd) 2 @hidw senleabes4 Sch yRSS wtehala bf 
emo” MELO ee Go ton bibew 40 Gee ee 


—_ 


=: Slegw ottwiers tape gadd Seed: 


65 
hindered by blindness and 4 (33.3 percent) of these women 
felt that it would not. 

Of the 90 younger men respondents, 45 (50 percent) 
believed that training for work in the computer field 
would be hindered by blindness, while the remaining 50 
percent felt training was not hihdered by blindness. 
Thirty-three (39.3 percent) of the older men felt training 
was not a hindrance while 51 (60.7 percent) believed train- 


ing would be hindered by blindness. 


Table 5 
Employer Responses to Item 5 


Item 5: Training for work in my field would not be hindered 
by blindness. 


———————— 


No./Total Employer Responses 
Groups Ree riaes Agree % Disagree % 
Women 
eee ee Peet 
_ Men 
dz and under 90 2 7 $5 = 70 30-2 $= 95:9 
TOTAL ; 200 91 (45.5%) 109 (54.5%) 
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It was found that the general consensus of the 
respondents was that blindness would not be a hindrance in 
training in the computer field. 

In conducting a cross analysis, it was found that 40 


percent of those employers who did not employ the visually 
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impaired (Table 1), also did not agree with the statement 
that phpiter training would not be hindered by blindness. 
This was found to be consistent with the attitudes pre- 
viously expressed by those who did not employ the visually 
impaired computer professional. 

Table 6 shows the results concerning employers’ 
attitudes toward purchasing special equipment needed to 
assist visually impaired prospective employees in the work 
environment. There were 190 responses to this item. 

Although a number of respondents indicated that 
they would not purchase this equipment, they stated that 
other financial assistance would be sought to supply 
needed equipment. These employers represented 10 percent 
of those (see Table 1) who did not employ the visually 


impaired professional. 


Table 6 
Employer Responses to Item 6 


Item: In hiring a blind person, I would purchase the spe- 
cial equipment needed to assist this profession (up 


to $4,000). 
8 ———————__ 
No./Total ._ Employer Responses 
of ne 
Groups Responses Agree % Disagree % 
Women 
35 and under 14 _ = 35 ce Die 64.3 
Sees beet 750 3 = 12 25.0 


36 and over 12 


Men 
42 and under 90 54 _ 60.0 36 _ 40.0 
eerecv dr es? 742 SA) epg F078 cgavgmeniso.~ 86 67.6 


TOTAL 190 92 (48.4%) 98 (51.6%) 
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Five (35.7 percent) younger women and 9 (75 pere- 
cent) older women managers indicated that special equipment 
would be purchased while 9 (64.3 percent) younger women 
and 3 (25 percent) older women stated that they would not 
purchase such equipment. Fifty-four (60 percent) younger 
men and 24 (32.4 percent) older men said that if such 
equipment were needed that it would be purchased while 36 
(40 percent) younger men and 50 (67.6 percent) older men 
indicated that special equipment would not be purchased. 
The findings indicate that older women and younger men, as 
compared to younger women and older men, would most likely 
mererinae any special equipment. 

The findings shown in Table 6A indicated that l (20 
percent) of the younger women and 2 (22 percent) of the 
older women represent small organizations, 3 (60 percent) 
younger women oo 4 (44.5 percent) older women represent 
medium organizations, while 1 (20.2 percent) younger woman 
and 3 (33.3 percent) older women represent large organiza- 
tions, all of wHomwould purchase special equipment for the 
visually impaired professional. Further, 4 (7.4 percent) 
younger men and 3 (12.5 percent) older men are executives 
in small organizations, 15 (27.8 percent) younger men and 
10 (41.7 percent) older men are employed as executives in 
medium organizations while 35 (64.8 percent) younger men 
and 11 (45.8 percent) older men represent large organiza- 
tions which would purchase special equipment (Table 6A). 
Findings indicate that of the 92 responses, 50 (54.3 
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percent) of large organizations would be most prone to pur- 
chase special equipment needed to assist the visually 
impaired professionals. } 

Table 6B shows the findings that large size organ- 
izations would not purchase special equipment for the 
visually impaired professional. of these employers only 2 
(22.2 percent) younger women represented small organizations, 
3 (33.3 percent) younger women and 2 (66.7 percent) older 
women represented medium organizations while 4 (44.5 per- 
cent) younger women and 1 (33.3 percent) older woman were 
executives in large organizations. Ten (27.8 percent) 
younger and 5 (10 percent) older men were employed by small 
organizations, 14 (38.9 percent) younger men and 15 (30 
percent) older men were employed by medium organizations 
while 12 (33.3 percent) younger men and 30 (60 percent) 
older men were executives of large organizations. Findings 
indicate that of the 98 respondents by size of organiza- 
tion, 47 (48 percent) representing large organizations 
stated they would not purchase special equipment. 

The findings indicated that older women and younger 
men represent that group of employers who would be most 
likely to assist the visually impaired individual in 
adapting to the work environment through the purchase of 
any needed special equipment. It was also found that these 
men and women represented primarily medium and large com- 
puter organizations. A number of managers in small 


organizations indicated that they would seek monetary 
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assistance through various governmental agencies to facili- 
tate the purchase of such equipment if needed. 

Table 7 shows the results concerning the attitudes 
of the computer industry towards hiring the visually 
impaired computer professional. A total of 198 employers 


responded to this item. 


Table 7 
Employer Responses to Item 7 


Item 7: Employers would rather hire a sighted person. 


ee 


No./Total Employer Responses 
of i 
Groups Responses Agree % Disagree % 


ee 


Women 
35 and under 14 _ 26 ries 20 78.6 3 TG 21.4 
36 and over 12 9 75.0 3 25.0 
Men 
42 and under 90 _ ‘Looe 80.0 18 _ 20.0 
43 and over poue Liab wt18 e646 5 43.9 
Total 198 138 (69.7%) 60 (30.33) 3 


Eleven (76.8 percent) of the 14 younger women felt 
that employers would rather hire a sighted individual, 
while 3 (21.4 percent) felt that employers would not rather 
hire a sighted individual. Of the older women, 9 (75 per- 
cent) would rather hire a sighted individual, and 3 (25 
percent) would not rather hire a sighted individual. 

Seventy-two (80 percent) of the younger men felt 


that employers would rather hire a sighted individual, 
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while 18 (20 percent) in the same group believed the 
opposite to be true. Of the older men, 46 (56.1 percent) 
would rather Hire a sighted individual, while 36 (43.9 
percent) had the opposite view. 

The findings indicated that 138 (69.7 percent) men 
and women of both age groups felt that employers would 
rather hire a sighted individual. Finally, 55 percent of 
those employers who did not employ the visually impaired 
(see Table 1), also said that employers would rather erisikes 
the sighted individual. 

The findings presented in Table 8 indicated the 
attitudes of the employers and the computer industry 
- towards visually impaired individuals attempting to enter 
the computer field. A total of 200 responses was received 


to this item. 


Table 8 
Employer Responses to Item 8 


Item 8: To get a job in my field would be very difficult 
for a blind person. 


eer 


No./Total Employer Responses 
exe} 4 ——_——— 
Groups Responses Agree % Disagree % 
Women 
35 and under 14 _ 9 Llye= 19 78.6 3 es + 21.4 
36 and over lee 8 66.7 4 33.3 
Men 
42 and under 90 _ 50m 55.6 40 _ 44.4 
43 and over ga 7 174 Go = 112 5378 = 22 = 8% «26.2 
TOTAL 200 131 (65.5%) 69 (34.5%) 
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Of the 14 younger women respondents, 11 (78.6 per- 
cent). felt that it would be difficult for the visually 
impaired to get a job in the computer field, while 3 (21.4 
percent) felt that the task would not be aiefhicult for 
such individuals. Eight (66.7 percent) of the older women 
felt that a visually impaired individual would have diffi- 
culty Bieaining a job in the computer industry and 4 (33.3 
percent) had the opposite opinion. | 

Of the 90 male respondents, 50 (55.6 percent) 
believed that the visually impaired would find it difficult 
obtaining employment in the computer field, while 40 (44.4 
percent) of the younger men indicated that getting a job in 
the computer field would not be difficult for the visually 
impaired. Of the older men, 62 (73.8 percent) considered 
the computer field a difficult one for the visually 
impaired to enter, while 22 (26.2 percent) felt that 
entrance would not be difficult for the visually impaired 
computer professional. 

It was found that the majority of women and men, 
131 (65.5 percent), believed that employment in the compu- 
ter field would be difficult for a visually impaired indi- 
yidual to obtain. Employers (see Table 1) who consistently 
showed negative attitudes toward hiring the visually 
impaired represented 35 percent of those executives who 
felt entrance in the computer field would be difficult (see 
Table 8). Employers who employ the visually impaired (see 


‘Table 1) stressed the opinion that there still exists an 
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enormous amount of resistance to the employment of the 
visually impaired individual within the computer industry. 
Table 9 summarizes results concerning the attitudes 
regarding expenditures for the extra supervision of a 
visually impaired computer professional. A total of 200 


respondents answered this item. 


Table 9 
Employer Responses to Item 9 


Item 9: The extra supervision needed for blind employees 
is too costly for most employers. 


a 


OLAS Employer Responses 
Groups Responses Agree % Disagree % 
Women 
Meee yee Be GoM as 
Men ms 
ee eee SS Se fs 
TOTAL 200 94 (47.0%) 106 (53.0% 


ee EEE eee 


Seven (50 percent) of the younger women indicated 
that extra supervision was too costly, while the remaining 
50 percent felt that extra supervision would not be too 
costly for most employers. Five (41.7 percent) of the 12 
older women respondents believed that extra supervision 
would be too costly, while the remaining 7 (58.3 percent) 
believed that the cost of extra supervision would be 


minimal. 


Thirty (38.9 percent) younger men indicated that 
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the cost of extra supervision would be expensive, while 55 
(61.1 percent) in this same group felt that extra super- 
vision would not be extremely costly. Of the 84 older men, 
47 (56 percent) responded favorably to the cost of extra 
supervision, while 37 (44 percent) believed that extra 
supervision was too costly. 

The general consensus of respondent opinion was 
that the extra supervision needed for the visually 
impaired employee would not be too costly for most 
employers. It was also found that of the 114 respondents 
who did not employ the visually impaired ene Table 1), 20 
percent were included with those respondents who believed 
extra supervision for the visually impaired employee was 
not too costly for most employers. 

Table 10 summarizes findings concerning the atti- 
tudes of computer employers towards making special. 
recruitment efforts to hire the yisca lly, impaired compu- 
ter professional. A total of 200 employers responded to 
this item. 

Of the 26 total women respondents, 16 women felt 
that special recruitment efforts would be made, of which 
8 (57.1 percent) were younger women and 8 (66.7 percent) 
were older women. Ten women felt that special efforts 
would not be made, of which 6 (42.9 percent) were older 
women. Thirty-six (40 percent) younger men and 63 (76 
percent) older men of the 174 male respondents indicated 


that they would employ special efforts to attract the 
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visually impaired computer professional, while 54 (60 per- 
cent) younger men and 20 (24 percent) older men said that 


no special efforts would be made. 


Table 10 
Employer Responses to Item 10 


Item 10: Employers will go out of their way to give a 
blind person a chance. 
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No./Total Employer Responses 
Groups aire Agree % Disagree % 
Women 
eg 1S cea O93 
Men | 
Pee 35-173 = 99 6.9 20-2420 
TOTAL 199 115 (57.8%) 84 (42.2%) 
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It was found that younger men had negative atti- 
tudes toward making special recruitment efforts to employ 
the visually impaired, while women of both age groups and 
older men said special recruitment efforts would be made. 
Finally, men aS a group were not in agreement about whether 
or not they would institute special recruitment procedures. 

The general consensus to this item was that 115 
(57.8 percent) of the respondents felt special efforts . 
would be made to attract the visually impaired individual 
as compared to the 84 (42.2 percent) respondents who said 


no effort would be made. 
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The findings shown in Table 11 indicated whether 
the discomfort of sighted co-workers would play a role in 
the decision to hire a visually impaired professional. 


There were 191 tabulated responses to this item. 


Table 11 
Employer Responses to Item 11 


Item 11: Sighted co-workers will be uncomfortable around 
blind people. 
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No./Total Employer Responses 
of ee 
Groups Responses Agree % Disagree ss | 
Women 
35 and under 14 _ 26 4_ g 28.6 Le 18 71.4 
36 and over 12 4 S3)0Shees 8 66.7 
Men 
42 and under 90 _ yes ha tle 38.9 5555 61.1 
43 and over eee LOo ie gue So ei) 25 eee GES 33 
TOTAL 191 93 (48.7%) 98 (51.3%) 
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Of those individuals responding that they did not 

- employ visually impaired individuals (see Table 1), 60 per- 
cent felt that co-workers would be uncomfortable around the 
visually impaired computer professional. On the other hand, 
80 percent of those individuals who said that they did 
employ the visually impaired professional were among the 
51.3 percent who believed that a sighted co-worker would 
not be uncomfortable around a blind individual (see Table 
11). 


Respondents reacted to this item by conversing in 
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writing on the questionnaire. An assessment of the remarks 
indicated that some discomfort was to be expected because 
of sensitivity towards any type of physical impairment. On 
the basis of other comments, it was found that those indi- 
viduals not employing the visually impaired computer pro- 
fessional were unwilling to upset the harmony of their 
office to help satisfy a need that they were not sure 
existed; nor did they want to accept the proof that such 
individuals could, when given the opportunity, function 
within a computer organization. 

Four (28.6 percent) of the younger women felt that 
there would be some discomfort, while 10 (71.4 percent) 
younger women believed that sighted co-workers would not 
be uncomfortable. Four (33.3 percent) of the older women 
felt that there would be some discomfort, while 8 (66.7 
percent) did not feel that sighted co-workers would be 
uncomfortable. It was found that women of both age groups 
generally believed that there would be no discomfort around 
visually impaired individuals. 

Of the 90 younger men 35 (38.9 percent) felt that 
sighted co-workers would experience some discomfort, while 
55 (61.6 percent) believed that there would be no discom- 
fort. Fifty (66.7 percent) of the older men felt that 
sighted co-workers would be uncomfortable, and 25 (33.3 
percent) felt that the sighted co-worker would not 


experience any discomfort. 


It was found that the majority of men felt sighted 
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co-workers would be uncomfortable around visually impaired 
individuals. The total findings indicated that 98 (51.3 
percent) of the 191 employers believed that sighted oot 
workers would not feel any discomfort around the visually 
impaired computer professional. 

Table 12 summarizes results concerning employer 
attitudes toward employing the visually impaired computer 
professional. One hundred and ninety-nine executives 


responded to this item. 


Table 12. 
Employer Responses to Item 12 


Item 12: Most places do not want to hire blind profes- 


sionals. | 
oo, ee ——— 
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No./Total Employer Responses 
of ee 
Groups Responses Agree % Disagree % 
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Women 
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42 and under 90 _ 36 _ 40.0 S40 60.0 
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TOTAL 199 115 (57.8%) 84 (42.2%) 
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Sixteen, 8 younger and 8 older women, of the 26 
women respondents felt that most organizations would not 
bire visually impaired computer professionals, while 10, 
6 younger and 4 older women, indicated that most organiz- 


ations would hire the visually impaired individual. Out 
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of 173 men, 99 consisting of 36 younger and 6 older men, 
believed that most computer organizations would not employ 
the visually impaired, while 74 consisting of 54 younger 
and 20 older men, felt that such organizations would employ 
the visually impaired professional. 

It was found that women of both age groups as well 
as older men felt that most organizations would not employ 
the visually impaired. It was found that of the 114 
respondents who did not employ the visually impaired (see 
Table 1), 75 percent were included with those who felt that 
most places did not want to hire such professionals. 

The findings indicated that the general public does 
not recognize the need for social adjustments to accommodate 
the visually impaired in the computer industry. Some 
employers who did employ the visually impaired commented 
that fear was their initial motive for not hiring, and once 
this fear was overcome that a visually impaired professional 
was hired. 

Table 13 summarizes findings concerning the atti- 
tudes of computer executives towards qualification stan- 
dards for employment in the computer field. A total of 
200 individuals responded to this item. 

Of the 26 women respondents, 16 (61.5 percent) 
believed that a visually impaired individual's qualifica- 
tions must be better than those of sighted individuals, 
while 10 (38.5 percent) women felt that the qualifications 


would be the same regardless of the handicap. Ninety-five 
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(54.6 percent) of the 174 male respondents believed that 
visually impaired individuals’ qualifications should be 
better, while 79 (45.5 percent) men indicated that the 


qualifications should be the same for all employees. 


Table 13 
Employer Responses to Item 13 


Item 13: A blind person's qualifications would have to be 
better than those of a sighted person to get a 
job in my field. 
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No./Total Employer Responses 
Groups 3 ae Agree % Disagree % 
Women 
oe aa aa 
Men | 
(Zant mmier Pain ess BQ Re 
TOTAL 200 111 (55.5%) 89 (44.5%) 


The findings indicated that women of both age 
groups as well as older men felt that visually impaired 
individuals' qualifications would have to be better than 
those of sighted individuals to obtain employment in the 
computer field. 

It was found that 20 percent of those who did 
employ the visually impaired (eee Table 1) were among 
those who believed that visually impaired individuals’ 
qualifications would have to be better than those of a 


sighted individual to obtain employment in the computer 
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industry. Ten percent of these employers regretfully 
extended the opinion that even though the practice is a 
normal procedure that the business world needs to be better 
educated regarding the training and mental capabilities of 
the visually impaired within the computer field. Findings 
showed that those employers who did not employ the visu- 
ally impaired (see Table 1) were totally represented 
within the 111 (55.5 percent) respondents who felt that a 
epee impaired individual would have to be better quali- 
fied than a sighted individual. 

The findings shown in Table 14 relate to the atti- 
tudes of employers within the computer industries regarding 
supervision and/or assistance needed to aid a visually 
impaired individual in the computer field. A total of 171 


managers replied to this item. 


Table 14 
Employer Responses to Item 14 


Item 14: A sighted person will have to assist a blind 
person in order to do work in my field. 
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Of the 14 younger women employers, 9 (64.3 percent) 
felt that a sighted person's assistance would be needed for 
the visually impaired professional, while 5 (35.7 percent) 
did not believe that such assistance would be needed. 

Seven (58.3 percent) of the 12 older women respond- 
ents felt that a visually impaired individual would need 
assistance, while 5 (41.7 vercent) did not believe that 
this assistance would be necessary. 

Thirty-three (39.3 percent) of the younger men felt 
that assistance was an important paorore while 51 (60.7 
percent) did not believe that assistance would be needed. 
Of the 61 older men, 30 (49.2 percent) believed that assis- 
tance would be needed, while 31 (50.8 percent) ‘dia not feel 
that it would. 

The findings indicated that women of both age groups 
felt that assistance would be needed for the visually 
impaired, while men of both age Prours did not feel that 
such assistance would be necessary. 

Those 15 percent of employers who employ the 
visually impaired (see Table 1) responded positively to 
this statement. Similarly, 75 percent of the employers 
who did not employ the visually impaired felt that a 
sighted individual would have to assist a visually impaired 
pepe iaual to enable him/her to perform work-related duties. 

The results shown in Table 15 relate to the possi- 
bility that fear may be a major element in the decision not 


to hire the visually impaired professional. It was found 
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84 
that fear of the unusual caused much tension for the 200 
respondents to this statement. Most executives were afraid 


to employ a visually impaired computer professional. 


Table 15 
Employer Responses to Item 15 


Item 15: Most employers are afraid to hire blind people. 


oa oem 


No./Total Employer Responses 
of 
Groups Responses Agree % Disagree % 

Women 

35 and under LAs y's 26 1.0). 20 71.4 4 6 28 .6 

36 and over 12 10 83.3 2 16.7 
Men 

42 and under 90 _ 3h Alea. 530 589 
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TOTAL 200 108 (54%) 92 (46%) 


Seep Oe 
The findings indicated that most employers were 
afraid of the adjustments, repercussions and extra pre 
cautions needed when the visually impaired are in the work 
environment. Even those who employ the visually impaired 
(see Table 1) expressed their apprehension when anticipat- 
ing employing an Margidual with this type of ereienenes 
Employers who hire the handicapped indicated that once the 
adjustment was made they felt more relaxed about the 
visually impaired professional's introduction into the 
work environment. It wae found that many felt that uncer- 
tainty could be surpassed only by involving the visually 


impaired computer professional (more effectively) in the 
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work environment. 


Of the 14 younger women, 10 (71.4 percent) felt 
that most employers were afraid to hire the visually 
impaired professional. Four (28.6 percent) of the younger 
women felt that employers were not afraid to hire the 
visually impaired. Ten (83.3 percent) of the older women 
believed that employers were afraid to hire the visually 
impaired professional, while 2 (16.7 percent) felt 
employers were not afraid. 

Thirty-seven (41.1 percent) of the younger men felt 
that fear or uncertainty was indicated when anticipating 
the hiring of visually impaired professionals, while 53 
(58.9 percent) did not feel that this was so. Fifty (60.7 
percent) of the older men were afraid to hire the visually 
impaired, while 33 (39.3 percent) believed that no fear was 
involved. It was found that women of both age groups and 
that older men felt that most employers were afraid to hire 
the visually impaired professional. of the 200 total num- 
ber of respondents, 108 (54 percent) felt that most 
employers are afraid to hire the visually impaired profes- 
sional. 

Table 16 shows the findings regarding computer 
executives being prejudiced against the visually impaired 
professional. A total of 200 respondents answered this 
iten.. 

Seventy-five percent of those who did not employ 


the visually impaired (see Table 1) were included with 
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86 
those employers who were considered prejudiced: against the 


visually impaired professional (see Table 16). 


Table 16 
Employer Responses to Item 16 


Item 16: Employers are prejudiced against blind people. 


oom 


No./Total Employer Responses 
Groups Bees Agree % Disagree % 
Women 
Eee ela 
Men 
Bs ah edges ST 308 S85 
TOTAL 200 83 (41.5%) 117 (58.5%) 
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Of the 26 women respondents, 15, of which 6 were 
younger and 9 were older women, felt that employers were 
prejudiced against the visually impaired professional, 
while 11, of which 8 were younger and 3 were older women 
believed that employers were not prejudiced. Of the 68 
men, 14 (15.6 percent) younger men and 58 (64.3 percent) 
older men indicated that employers were prejudiced against 
the visually impaired professional. 

It was found that older women and older men 
believed that employers were prejudiced. On the other 
hand, the younger women and men did not feel there was 
prejudice against the visually impaired professional in 


the computer industry. It was found that 117 (58.5 
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87 
percent) of this total group of respondents believed that 
employers were not prejudiced against the visually impaired 
professional. 

The findings shown in Table 17 related to whether 
prospective employers would ask an individual that they 
knew to be visually ipained to come in for an interview. 
One hundred and ninety-three individuals responded to this 


item. 


Table 17 
Employer Responses to Item 17 


Item 17: Generally, if prospective employers know a per- 
son is blind, they won't ask them to come in for 


an interview. 
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No./Total Employer Responses 
Groups aa bias Agree g Disagree % 
Women 
PR eet GIS yesuspel? wetiat una operable 58.3 
Men . 
ee, Sn ne, hn76, Bia oh tots 
TOTAL 193 89 (46.1%) 104 (53.9%) 
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Sixty percent of those who employ the visually 
impaired individual (see Table 1) were in agreement with 
the statement that employers will not ask blind persons 
in for an frervicw. Approximately 40 percent of the 
respondents, even though they did not employ the visually 


impaired, said that they would ask a visually impaired 
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individual to come in for an interview. 

Eight (57.1 percent) of the 14 younger women felt 
that a Seaually impaired professional would not be inter- 
viewed if his impairment was known, while 6 (42.9 percent) 
felt that the impairment would not cause an interview to be 
cancelled. Five (41.7 percent) of the 12 older women felt 
an interview would not be granted if the impairment was 
known, while 7 (58.3 percent) believed that an interview 
would be granted regardless of the impairment. 

Of the younger men, 46 (51.1 percent) believed that 
an interview would not be granted, while 44 (48.9 percent) 
of the men felt that the interview would be conducted. 
Thirty (39.0 percent) of the older men felt that if an 
impairment were known that an interview would not be 
obtained by a visually impaired individual, while 47 (61.0 
percent) believed that an interview would be obtained. 

It was found that younger women and men were in 
agreement with this statement while older men and women 
believed that an interview would be held. The general 
consensus was that if a prospective employer knows that an 
individual is visually impaired they will interview regard- 
less of the impairment. 

The findings shown in Table 18 relate to whether 
special efforts and considerations would be made to employ 
the visually impaired computer professional. Two hundred 
employers responded to this item. 


It was found that 20 percent of those who did not 
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employ the visually impaired were willing to initiate spe- 
cial efforts to bring the visually impaired computer pro- 
fessional into their organization. Furthermore, it was 
found that those respondents who employ the visually 
impaired and those employers who expressed an interest in 
employing them (see Table 1) scored about 80 percent in 


favor of making special efforts to hire the visually 


impaired. 


Table 18 
Employer Responses to Item 18 


Item 18: A special effort to hire a blind person would be 
made in my organization. 
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No./Total Employer Responses 
Groups eee orutes Agree % Disagree % 
Women , 
ena Hite § 208d be 22-3808 
Men 
42 and under 90 = 174 $$ = 109 772 a OF 48.8 
TOTAL 200 123 (61.5%) 77 (38.5%) 
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Six (42.9 percent) of the younger women felt that 
special efforts would be made to hire a blind individual 
while 8 (57.1 percent) did not believe so. Eight (66.7 
percent older women believed that the visually impaired 
would be hired in their organization, and 4 (33.3 percent) 
felt that employers would not make any special efforts. 


Sixty-six (73.3 percent) younger men and 43 (51. 2 
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90 
percent) older men felt that special efforts to hire a 
blind individual would be made. Twenty-four (26.7 percent) 
younger men and 41 (48.8 percent) older men felt that spe- 
cial efforts would not be made to hire the visually 
impaired into their organizations. 

It was found that older women and men of both age 
groups represented a large proportion of the 61.5 percent 
who believed that special efforts would be made to employ 
a visually impaired individual in their organizations. 

The findings summarized in Table 19 cover the atti- 
tudes of computer employers regarding whether the visually 
impaired individual can do as good of a job as a sighted | 


individual. Two hundred executives responded to this item. 


Table 19 
Employer Responses to Item 19 


Item 19: A blind person can't really do as good a job in 
my field as a sighted person. 


Groups ws Om das Agree % Disagree % 
Women | 
Prep peeces reindee 360 1) ars eg) 8 8 aL 
| Men 
4g and under 90 7g Ph = 01 35§ 547 9? 4005 
TOTAL 200 94 (47%) 106 (53%) 
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It was found that approximately 44 percent of the 


employers who did not employ the visually impaired (see 
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Table 1) were contained within the 47 percent who believed 
that a blind individual could not do as good of a job in 
the computer field as a sighted individual. 

When evaluating the two groups of women, it was 
found that younger women would be more receptive to the 
abilities of the visually impaired computer professional 
than older women. Also, younger men believed that a 
visually impaired professional eat do as well as a 
sighted individual. 

Table 19A shows the number and percentage of 
employers agreeing to the statement that the blind indi- 
vidual cannot do as well on the job as compared to a 
sighted person per type of organization. Thirteen, of 
which 1 (16.7 percent) younger woman and 1 (14.3 percent) 
older woman were from small organizations, l (16.7 per- 
cent) younger woman and 2 (28.6 percent) older women 
represented medium size organizations, and 4 (66.6 percent) 
younger women and 4 (57.1 percent) older women pepresented 
large organizations, 5 (16.1 percent) younger men and 1b74 
(24 percent) older men represented small organizations, 7 
(22.7 percent) younger and 13 (26 percent) older men repre- 
sented medium size organizations and 19 (61.2 percent) 
younger men and 25 (solnercent) older men represented large 
size organizations. It was found that 52 (55.3 percent) of 
the respondents representing the larger computer organiza- 
tions felt that a visually impaired individual could not do 


as well on the job as a sighted individual. 
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Table 19B shows the number of employers disagreeing 
with the statement by the type of organization. Forty-six 
(43.4 percent) from small organizations believed that a 
visually impaired individual could so as good a job in the 
computer field as a sighted individual. These small 
organizations consist of 8 (62.5 percent) younger women, 3 
(60 percent) older women, 29 (49.2 percent) younger men and 
9 (26.5 percent) older men. A total of 31 (29.2 percent) 
of employers, of which 2 (25 percent) were younger women, 

1 (20 percent was an older woman, 18 (30.5 percent) were 

_ younger men and 10 (29.4 percent) were older men pemeeeenred 
| medium size organizations. Twenty-nine (27.4 percent) 
represents the total number of executives in large organiz- 
ations. This total consists of 1 (12.5 percent) younger 
woman, 1 (20 percent) older woman, 12 (20.3 percent) younger 
men and 15 (44.1 percent) older men. 

The findings shown in Table 19B indicated that men 
and women of small computer organizations consisting of 46 
(43.4 percent) employers were likely to feel that a visually 
impaired inidividual can do as well on a job as the sighted 
individual. 

The findings presented in Table 20 cover whether or 
not computer employers thought that special help, in the 
form of office orderliness, or special consideration, would 
be needed around an office where a blind individual was 
employed. This special consideration would consist of such 


things as the enlargement of bathroom stalls if a wheel 
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chair is involved, clear hallways or passageways, and 
developing effective means of communicating to the visually 
impaired individual, when danger or obstructions were evi- 


dent. Two hundred employers replied to this item. 


Table 20 
Employer Responses to Item 20 


Item 20: Special help or consideration would be needed 
for a blind person, in the office where I work. 


ee 


No./Total Employer Responses 
of —_—$—$—$ 
Groups Responses Agree % Disagree % 
Women 
35 and under 14 _ 26 LOm 19 71.4 ye = 28.6 
36 and over 12 0 75.0 3a 25.0 
Men 
42 and under 98 _ sca S7iec 38 _ 42.2 
43 and over ye NE By SMa a a Ae ae 
TOTAL 200 125 (62.5%) 75 (37.5%) 


hE aaa arrearage tr aanntnnnsnnnannt 

Ten (71.4 percent) of the younger women respondents 
felt that special help or consideration would not be needed 
for a blind individual in the work environment. Nine (75 
percent) of the older women felt that special consideration 
would have to be made, and 3 (25 percent) felt that blind 
individuals would not need such special consideration. 

Of the 98 younger men, 52 (57.8 percent) felt that 
special help would have to be given to blind employees, 
while 38 (42.2 percent) did not feel that special help 


would be necessary. Fifty-four (64.3 percent) of the 
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older men felt that special help would have to be given to 
the visually impaired, while 30 (35.7 percent) felt that 
special help or consideration was not necessary. 

It was found that 125 (62.5 percent) of the 200 
respondents felt that special help or consideration would 
be needed for a visually impaired individual in the office 
environment. 

Fifty-seven percent of the employers who did not 
employ the visually impaired (see Table 1) expressed the 
attitude that if a visually impaired professional was 
employed within their computer organizations, special help 
and special consideration wourd be made. These employers 
would take every possible precaution to protect the visu- 
ally impaired computer professional. Ten percent of those 
computer employers who already employ the visually impaired 
also fell within the 125 (62.5 percent) favorable responses 
presented. Furthermore, 85 percent of the employers who 
employ the visually impaired believed that if any, only a 
-gmall amount of help was needed by most of the visually 
impaired in their work environments (see Table 1). The 
respondents commented that this would entail more of a 
training procedure for the sighted individuals, i.e., keep- 
ing hallways clear and notifying the oitana ity impaired when 
furniture was rearranged. 

The findings shown in Table 21 illustrate how the 
computer industry would handle a procedural situation which 


might be a cause of possible disciplinary action towards 
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the visually impaired individual. It was the intention 
here to determine if managers would be inclined to differ- 
entiate between the kind of possible disciplinary action 
taken towards a sighted anda visually impaired computer 


professional. Two hundred executives responded to this 


item. 


Table 21 
Employer Responses to Item Pak 


Item 21: A blind person would be most likely fired for 
making the same mistakes as a sighted person. 


Neen eee 


No./Total Employer Responses 
Groups ene Agree a: Disagree % 
Women | | 
S5andunder Mg f= 10 33777718 88:3 
Men 
ee 
TOTAL 200 51 (25.5%) 149 (74.5%) 


ban ccc c ccc ccc eae a ee earn 
It was found that 5 (35.7 percent) of the younger 
women felt that a visually impaired individual would be 
fired for making the same mistakes as a sighted individual 
while 9 (64.3 percent) of these women felt that a visually 
impaired individual would not be fired. Five (41.7 per- 
cent) of the older women felt that disciplinary action 
would be taken against the visually impaired for making 


the same mistakes as a sighted individual, and 7 (58.3 
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percent) felt that this would not be the case. 

Forty-one male respondents, consisting of 6 (6.7 
percent) younger men and 35 (41.7 percent) older men felt 
that visually impaired individuals would be fired for mak- 
ing the same mistakes as sighted individuals, while 84 
(93.3 percent) younger men and 49 (58.3 percent) older men 
did not think so. 

Furthermore, it was found that 75 percent of the 
employers who employ the visually impaired and 45 percent 
of those who did not employ the visually impaired (see 
Table 1) believed that an individual would not be removed 
| for making the same types of mistakes as a sighted indi- 
vidual. 

The results shown in Table 22 relate to employers' 
attitudes toward policy violations by the visually handi- 
capped, in terms of possible changes to accommodate such 
professionals. Two hundred employers responded to this 
item. 

Those managers who employ the visually impaired 
(see Table 1) responded in agreement with the general con- 
sensus on this item, that is, that no special consideration 
would be shown. Executives who did not employ the visually 
impaired expressed a more lenient opinion in that these 
employers believed that admonishment would be generally 
less stringent and dependent upon the type of impairment. 

Two (14.3 percent) of the younger women felt that a 


visually impaired individual would be less likely to be 
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reprimanded for policy violations, while 12 (85.9 percent) 
women of this group believed that no special treatment | 
would be given in such cases. Two (16.7 percent) of the 


older women felt that blind employees would be less likely 


to be reprimanded for policy violations, and 10 (83.3 per- 


cent) of the older women felt that the visually impaired 


would receive no special consideration in this regard. 


Table 22 
Employer Responses to Item 22 


Item 22: Blind employees are less likely to be reprimanded 
for policy violation. 


ee rrr—wvaaa—wnmnr ov 


No./Total | Employer Responses 
of 
Groups Responses Agree % Disagree % 


acer ccc accra acca ccc ee eee Seen aaa ati iae aa : 


Women a 
35 and under 14 _ 26 224 14.3 12 _ 99 85.7 | 
36 and over 12 2 16.7 10 83.3 

Men 


42 and under o0ne 174 31 e 66 34.4 39 _ 108 cae 


43 and over 84 35 


TOTAL 200 70 (308) 130 (65%) 
ee 


Thirty-one (34.4 ereent of the younger men and 35 
(41.7 percent) of the older men believed that the visually 
impaired employee would be less likely to be reprimanded 
for policy violations. On the other hand, 59 (65.6 per- 
cent) of the younger men and 49 (58.3 percent) of the older 
men felt that blind employees would be just as likely to 


be reprimanded for policy violations. 
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In summary it was found that 130 (65.0 percent) of 
the total respondents would reprimand a visually impaired 
individual for policy violations in the same manner as they 
would a sighted individual. 

Table 23 summarizes findings regarding employer 
attitudes towards altering the performance evaluation 
system to accommodate the visually impaired Rings duet A 


total of two hundred employers responded to this item. 


Table 23 
Employer Responses to Item 23 


Item 23: The performance evaluation system should be made 
more lenient for blind persons... 


| , 


No./Total Employer Responses 
of —— 
Groups Responses Agree % Disagree % 
Women 
35 and under 14, _ 26 2. 8 14.3 L293 20 85.7 
36 and over 12 4 gas 8 66.7 
Men | 
42 and under 50m 262. 28.9 64 _ 71.1 
43 and over fae tess e* 45.20 46) Eto 54.8 
TOTAL 200 70 (35%) 130 (65%) 
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Of the 70 (35 percent) individuals who responded to 
this statement those that felt the performance evaluation 
system should be made more lenient for visually impaired 
individuals included 6 women of which 2 were younger and 4 
were older, and 64 men consisting of 26 younger and 38 
older men. Those individuals who felt that the performance 


evaluation system should not be more lenient for visually 
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impaired individuals included 130 employers, of which 12 
were younger women, 8 were older women, 64 were younger 
men and 46 were older men. 

It was found that the general consensus of this 
item was that men and women of both age groups believed 
the performance evaluation system should not be changed 
to accommodate the visually impaired professional. 

Eighty-nine percent of those employers who employ 
the visually impaired computer professional (see Table iby. 
indicated that they frowned upon preferential treatment. 
They also believed that the impaired professional rejects 
such saceeen treatment. The 59.4 percent who did not 
employ the visually impaired (along with those who employ 
the visually impaired) peiveees that the performance eval- 
uation is a basic tool used by management to evaluate 
employee performance, as well as a means of advising the 
employee of his/her shortcomings and promotion potentials. 
Therefore, any altering of the system could effect produc- 
tivity within the organization. 
| The findings presented in Table 24 reflected the 
impressions of employers regarding work ability expecta- 
tions for the visually impaired as compared to the sighted 
worker. A total of two hundred employers answered this 
item. 

It was found that those who employ the visually 
impaired (see Table 1) represented 46 percent of those 


individuals who felt that supervisors would not expect as 
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much from a visually impaired professional. The responses 
of those who did not employ the visually impaired demon- 


strated no particular patterns relative to this statement. 


Table 24 
Employer Responses to Item 24 


Item 24: Supervisors would not expect as much of a blind 
person as they should from sighted co-workers. 


—_—<——<— ———————————rrrr—[anhaoaonm 


No./Total Employer Responses 
of ae 
Groups Responses Agree % Disagree % 

Women : 

35 and under 14pe 26 32m 6 21.4 Li, ~ 20 78.6 

36 and over 12 3 25.0 9 75.0 
Men 

42 and under 90 _ 40 _ 44.4 50m 55.6 

43 and over ay tlh ay Ge Fy ere ee oy 
TOTAL 200 87 (43.5%) 113 (56.5%) 


eee 8 eS 


Of the total 26 women respondents, of which 3 (21.4 
percent) were younger women and 3 (25 percent) were older 
women felt that supervisors would not expect as much from 
a visually impaired individual as they would from a sighted 
individual. Eleven (78.6 percent) younger women and 9 (75 
percent) older women felt equal expectations exist for the 
visually impaired professional and the sighted co-worker. 
Eighty-one males, consisting of 40 (44.4 percent) younger 
and 41 (48.8 percent) older men indicated that a supervisor 
would not expect as much of a blind computer professional, 
while 50 (55.6 percent) younger men and 43 (51.2 percent) 


older men indicated that this would not be the case. It 
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was found that of the 200 total respondents, 113 (56.5 per- 
cent) believed that a supervisor would expect epee cane 
quality and/or quantity from each mtper dinate regardless 
of the handicap as compared to 87 (43.5 percent) who would 
not. 

Table 24A shows the number of respondents agreeing 
to this item by size of organization. GfEathe! 205(237per— 
cent) from small organizations, only 33.3 percent were 
women, 25 percent were younger men and 22 percent were 
older men. Of the 24 (27.6 percent) from medium size 
2 organizations, 33.3 percent were younger women, 100 percent 
eta tcider women, 32.5 percent were younger men and 17.1 
percent were older men. Forty-three (49.4 percent) repre- 
sented large organizations. Of these only 33.3 percent 
were women, 42.5 percent were younger men and 60.9 percent 
were older men. It was found that employers from large 
organizations generally felt that supervisors would not 
expect the same level of job performance from the visually 
impaired as they would from sighted co-workers. 

Table 24B shows the number of disagreeing respond- 
ents by size of organization. Of the total number of 
respondents in small organizations 8 were women and 41 
were men, and of those in medium size organizations 7 were 
women and 26 were men. Thirty-seven employers represented 
large size organizations, which consisted of 5 women and 32 
men. It was found that older men representing small size 


organizations generally believed that supervisors should 
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expect the same level of performance from the visually 
impaired as they would from their sighted co-workers. 

It was found that older males representing small 
size organizations generally believed that supervisors 
should expect the same level of performance from the 
visually impaired as they would from their sighted co- 
workers. 

The findings shown in Table 25 concern the atti- 
tudes of computer executives towards the visually impaired 
engaging in professional and technical work. Responses 


were received from 164 computer industry managers. 


Table 25 
Employer Responses to Item 25 


Item 25: Most people do not think blind people should be 
in professional or technical work. 


ee 


No./Total Employer Responses 
Groups tee, Fe Agree % Disagree % 
- Women 
ee eres Sep es 
Men 
ee Gee ee ee 
TOTAL 164 57 (34.8%) 107 (65.2%) 


I 


Those executives who did not employ the visually 
impaired professional and who did not wish to employ the 
visually impaired (see Table 1) responded 70 percent in 


favor with the statement that individuals should not 
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engage in technical work. In contrast, it was found that 
95 percent of those executives employing the visually 
impaired regarded these individuals as professionals and 
saw them as assets to the profession. 

Nine younger women responded favorably to this 
statement, while 5 (35.7 percent) believed that visually 
impaired individuals should be in professional and techni- 
cal work. Seven (58.3 percent) older women did not feel 
that visually impaired individuals should be in the pro- 
fessional or technical fields. Of the remaining older 
women, 5 (41.7 percent) believed that a visually cease 
individual should be in professional or technical work. 

Twenty-seven (30 percent) of the younger men felt 
that professional or technical work was the best employ- 
ment for the visually impaired, while 63 (70 percent) felt 
that the visually impaired should not enter these fields 
of work. Fourteen (29.2 percent) older men felt that the 
wisually impaired should not be employed in their areas, 
while 34 (70.8 percent) felt that a visually impaired 
individual should be in professional or technical work. 

It was found that mer of both age groups generally 
felt that the visually impaired individual should be in 
technical or professional types of employment, while women 
respondents felt that the visually impaired should not be 
in professional or technical work. Findings indicate that 
107 (65.2 percent) of employer opinion was that the visu- 


ally impaired individual should be in professional or 
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technical work. 


Table 26 summarizes the findings regarding employer 
responses to the following statement: Once a blind indi- 


vidual is on the job a few months, they would not have any 


difficulties getting around my office. Two hundred execu- 


tives responded to this item. 

It was found that those executives employing the 
visually impaired professional (see Table 1) agreed that 
once a visually impaired individual is on the job a few 
months, they would not have any difficulty getting around. 

Approximately 48 percent of those executives who did not 


employ the visually impaired responded in the same manner. 


Table 26 


Employer Responses to Item 26 


Item 26: Once a blind person is on the job a few months, 
they would not have any difficulties getting 
around in my office. 


Dee Eee 


No./Total Employer Responses 
of ee 
Groups Responses Agree % Disagree % 
Women 
35 and under 9-14 _ ng) 8 = 7 57-1 6 = 5 42.9 
36 and over 12 9 75.0 3 25.0 
Men ' 
42 and under 90 _ 63a 70.0 27 30.0 
43 and over Spas Wdelagee Llilgggiey Bxe3z9 24335 7 
TOTAL 200 134 (678%) 66 (33%) 


i 
Eight (57.1 percent) younger women and 9 (75 per- 


cent) older women felt that a visually impaired professional 
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would not have any difficulty getting around the work 
environment. Six (42.9 percent) younger women and 3 (25 
percent) older women felt that a visually impaired profes- 
sional would have problems moving around the work environ- 
ment. 

Of the 174 men respondents, 63 (70 percent) ae 
men and 54 (64.3 percent) older men felt that a visually 
impaired professional would not have any movement difficul- 
ties within the work environment. The remaining 57 men 
believed that a visually impaired individual would find 
movement around the work setting difficult. Twenty-seven 
(30 percent) of these were young men and 30 (35.7 percent) 
were older men. 

The findings indicated that 134 (67 percent) of the 
200 respondents felt that after a short period of time a 
visually impaired individual would have no difficulties 
getting around the work environment. 

The findings shown in Table 27 relate to whether 
employers were making an attempt to locate qualified visu- 
ally impaired individuals to work in the computer field. A 
total of 200 employers responded to this item. 

Fifteen women felt that they would go out of their 
way to hire a visually impaired computer professional. 
These women consisted of 9 (64.3 percent) younger women 
and 6 (50 percent) older women. Eleven of the remaining 
women respondents said that they would not go out of their 


way to employ a visually impaired professional. This group 
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consisted of 5 (35.7 percent) younger women and’ 6 (50 per- 
cent) older women. It was found that 50 percent of the 
Older women Weare go out of their way to hire a visually 

_ impaired professional, while the remaining 50 percent 
would not. 

Seventy-four men responded that they would go out 
of their way to find employment for the visually impaired 
computer professional, of which 35 (38.9 percent) were 
younger men and 39 (46.4 percent) were older men. One 
hundred men stated that they would go out of their way to 
hire a visually impaired professional. This group of men 
consisted of 55 (61.1 percent) younger men and 45 (53.6 


percent) older men. 


Table 27 
Employer Responses to Item fAF | 


‘Item 27: I would go out of my way to hire a blind person 
to work in my field. 
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visually impaired individual in the computer field as com- 
pared to 89 (44.5 percent) who would. 

Table 27A shows the number of executives who would 
go ae of their way to employ the visually impaired by 
size of organization. Thirty-nine (43.8 percent) of these 
executives represented small organizations. Seven of these 
were women and 32 were men. Six women and 24 men who 
represented medium size organizations also stated that they 
would go out of their way to hire a visually impaired pro- 
fessional. Of the large organizations, 2 employers were 
women and 8 were men who would go out of their way to 
employ a visually impaired individual. 

The findings shown in Table 27A generally indicated 
that smaller computer organizations, 29 (43.8 percent) 
would be most likely to go out of their way to employ the 
visually impaired computer professional. 

Table 27B shows the number of employers who would 
not go out of their way to employ the visually impaired 
by size of organization. Nineteen were from small organ- 
izations. Of these, 2 were women and 17 were men. 
Thirty-two (28.8 percent) in this group represented medium 
size Braanizations, of which 2 were women and 30 were men. 
Of the 60 (54.1 percent) employers representing large 
organizations, 7 were women and 53 were men. 

| The findings indicated that large computer organiz=- 
ations representing 60 (54.1 percent) of the executives 


were least likely to go out of their way to employ a 
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visually impaired individual. The findings also indicated 
that 100 percent of those employing the visually impaired 
professional (see Table 1) said that they definitely would 
go out of their way to hire other visually impaired pro- 
fessionals. On the other hand, 35 percent of those who 
did not employ the visually impaired indicated that they 
would go out of their way to hire the visually impaired 
professional. 

The findings shown in Table 28 illustrate the atti- 
tudes of computer industry employers towards co-worker 
' treatment of the visually impaired professional. A total 


of 200 employers responded to this item. 


Table 28 
Employer Responses to Item 28 


Item 28: After the first few weeks, my co-workers proba- 


bly won't treat a blind person any differently 
than they would any other colleague. 
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felt that other employees' treatment of a visually impaired 
individual would not differ from their treatment of a 
sighted co-worker. ‘The remaining 32.5 percent who did not 
employ visually impaired individuals felt that sighted co- 
workers would treat visually impaired professionals dif- 
ferently from their colleagues. 

Twelve (85.7 percent) younger women andy (75 per— 
cent) older women felt that sighted co-workers would not 
treat the visually impaired individual differently, while 
2 (14.3 percent) younger women and 3 (25 percent) older 
women felt that sighted co-workers would differ in their 
treatment of the visually impaired professional. Of the 
174 male respondents, 58 (64.4 percent) younger men and 40 
(47.6 percent) older men felt that sighted co-workers 
would not treat a visually impaired individual differently; 
while 32 (35.6 percent) of the younger men and 44 (52.4 
percent) of the older men felt that visually impaired co- 
workers would be treated differently. 

The findings shown in Table 28 indicated that 119 
(5325 percent) of the respondents felt that sighted co- 
workers would not treat a visually impaired professional 
any differently as compared to other colleagues. 

The findings shown in Table 29 illustrate the atti- 
tudes of the employers within the computer industry as to 
whether the visually impaired would receive lower salaries 
than sighted individuals in the same field. A total of 


146 individuals responded to this item. 
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Of those employers who did employ the visually 
impaired 50 percent commented that they did hire the visu- 
ally impaired in ata lower salary on a probationary basis. 
These executives further commented that once established 
within the organization, the visually impaired advanced 
rapidly. No specific patterns of response on this item 


were found for these employers. 


Table 29 
Employer Responses to Item 29 


Item 29: A blind person would probably receive a lower 
salary than a sighted person in my field. 
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No./Total Employer Responses 
of —$—$—$—$— 
Groups Responses Agree % Disagree % 
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Of the 26 women respondents, 4 (28.6 percent) 
younger women and 4 (33.3 percent) older women felt that a 
visually impaired individual would receive a lower salary; 
while 10 (71.4 percent) younger women and 8 (66.7 percent) 
older women felt that a visually impaired professional 
would not receive a lower salary. Of the 120 male respond- 
ents, 14 (15.6 percent) younger men and 23 (76.7 percent) 


older men felt that the visually impaired professional 
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would receive a lower salary; while 76 (84.4 percent) 
younger men and 7 (23.3 percent) older men felt that a 
visually impaired individual would receive the same salary 
as a sighted individual. 

The findings shown in Table 29 indicate that, of 
the 146 respondents, 45 (30.8 percent) felt that a lower 
salary would be given to a visually iipetced professonal; 
while 101 (69.2 percent) of the respondents felt that a 
visually impaired professional would not receive a lower 
salary than a sighted individual working in the computer 
field. 

Table 30 summarizes findings concerning whether or 
not a seeing-eye dog would be able to stay with the visu- 
ally impaired faividual within the work environment. Two 


hundred employers responded to this item. 


Table 30 
Employer Responses to Item 30 


Item 30: A seeing eye dog, if necessary, would be able to 
remain with the blind person, in my organization. 


—_——<—<— ——————————————————— ree rerrwaoavvVvovOm' 


No./Total Employer Responses 
of  ————— 
Groups Responses Agree % Disagree % 

Women 

35 and under 14 _ 26 0) a 27 TL a 9 28 .6 

36 and over 12 17 58.3 5 41.7 
Men 

42 and under 90 _ 5S 61.1 35a 38.9 

43 and over aq = 27t 33 = 88 39:3. 51 ~ 8° 60.7 
TOTAL 200 105 (52.5%) 95 (47.5%) 


ee See 


+ vv tee tment 


‘ t. 
3! i =) riwotle wv oe baz? oat 4 


Sy 6.00) Ch  ,etnebaoueeee 


so novip of Bee 
a] 


7 
- 


. ‘ a : r' -— > . 
VRLVL bat ingle s aed 


r 


3 Dns? VE. Sale G 
- elds ox ty J thaw ots ae 
= : 
‘ ; in Oivl bank Beak 
Ho ho geo’ eed Qa 
a@ 
f ' 4; y 4 lt: 4 
r ca > - Sa r AY a ape Pe »-@ A 
c f 3) u3E o- =Ser2 
~" = anal _ o- —_— ONG a am - ee i - 
oe a pou 69 cme pain rs 
4 i 4 A Laan .. a2 
= — — et hee —e - 
Pu oe ? Ser7y4 @6nteqemm 5 
ine, - _ a i Ae 1 NS les 8 dp ee te a 
eC 4 * er i 
= 0 1“ he + | — ~ hi 
7 ; t.de “2g Bese 


; oe 
2. 8h) 2e =| ose eux ta 


Reet Teltecete ieee ee es eee ai : on 
So need fi 
- ‘ . » 
7 _ 
i 7 _*< 
: = a 5 7 , ie ae ot 
jie Be 8 7 at oe 7 = 
= a aa — _ ’ ta =’ « on 
a = Path -_ i 7 a 
= - oe 


118 

Of the 17 women respondents who felt that a seeing- 
eye dog would be able to remain in the work environment, 10 
(71.4 percent) were younger women and 7 (58.3 percent) were 
older women. Of the 9 who felt that _ seeing eye dog would 
not be able to stay with the visually impaired individual, 
4 (28.6 percent) were younger women and 5 (41.7 percent) 
were older women. 

Of the 174 male respondents, 55 (61.1 percent) 
younger men and 33 (39.3 percent) older men felt that a 
seeing-eye dog could stay in the work environment; while 
35 (38.9 percent) younger men and 51 (60.7 percent) older 
males felt that a seeing-eye dog would not be allowed to 
stay with the visually impaired professional in the work 
environment. 

It was found that 105 (52.5 percent) of the 
respondents felt that a seeing-eye dog would be allowed to 
remain in the work setting, while 95 (47.5 percent) did not 
feel that the dog should be allowed to remain there. 

Table 31 summarizes employers' attitudes concerning 
a visually impaired professional's ability to instruct 
courses in the computer field. Two hundred respondents 
answered this item. 

It was found that 37 percent of the 40.6 percent 
who did employ the visually impaired in the computer aie 
try (see Table l), expressed the opinion that the visually 
impaired individual would be an asset in the capacity of 


instructor. The remaining 3.6 percent of the employers 
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expressed disagreement with this item. Forty percent of 
those individuals who did not employ the visually impaired 
(see Table 1) felt that a visually impaired individual 


could not be used as an instructor in the computer 


industry. 


Table 31 
Employer Responses to Item 31 


Item 31: A blind person can be used as an instructor in 
my profession. 
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Of the 26 women respondents, 9 (64.3 percent) 
younger women and 6 (50 percent) older women felt that a 
visually impaired individual could function as an instruc- 
tor; while 5 (35.7 percent) younger women and 6 (50 per- 
cent) older women believed that an impaired individual 
could not serve in the capacity of instructor within the 
computer profession. Seventy-seven (74.4 percent) younger 
men and 59 (70.2 percent) older men believed a visually 
impaired computer professional could function very well as 


an instructor; while 23 (25.6 percent) younger men and 25 
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(29.8 percent) older men felt they could not. 

The findings indicated that men and women of both 
age groups, 141 (70.5 percent) of the 200 respondents, 
believed a visually impaired computer professional could 
function in the capacity of instructor. 

The statement for which the results are presented 
in Table 32 reflects the third and last consideration fac- 
ing the computer manager when anticipating the employment 
of the visually impaired individual: Extra safety require- 
ments for blind employers are too costly for some employers. 
fhe fist consideration had to do with difficulties of get- 
ting around the work environment (Table 26), and the eecond 
consideration had to do with the treatment of the visually 
impaired individual by their sighted co-workers (Table 28). 
Table 32 presents the findings regarding the attitudes of 
employers within fie computer industry towards the cost of 
extra safety requirements needed for visually impaired 
individuals. A total of 185 respondents answered this item. 

it was found that 75 percent of those employing the 
visually impaired (see Table 1) saw the need for safety | 
requirements for the visually impaired as the same cartes 
safety need of any organization. Of those who did not 
employ the visually impaired (see Table 1), approximately 
65 percent believed that costs for safety eee onencs 
would be expensive for some employers. 

Of the 16 women respondents who felt that safety 


requirements were too costly, 10 (71.4 percent) were younger 
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women and 6 (50 percent) were older women. Of the 10 women 
who felt that the cost would not be too expensive, 4 (28.6 
Berane) were younger women and 6 (50 percent) were older 
women. One half (50 percent) of the older women believed 
that safety requirements would be too costly, while the 
remaining 50 percent did not feel that this was true. 

A total of 101 believed that safety requirements 
were too great, of which 57 (63.3 percent) were younger men 
and 44 (63.8 percent) were older men. Fifty-eight of the 
men believed that safety requirements were not too costly; 
33 (36.7 percent) of these were younger men and 25 (36.2 


percent) were older men. 


Table 32 
Employer Responses to Item 32 


Item 32: Extra safety requirements for blind employees are 
too costly for some employers. 


ee 


No./Total Employer Responses 
Groups ye ore Agree % Disagree % 
Women 
“5 Tes ae Se et a Sec 
Men 
ee nt fe Se 
TOTAL 185 117 (63.28) 68 (36.8%) 


Se ———————————— nas 
It was found that of the 185 men and women respond- 


ents to this item, 117 (63.2 percent) believed that extra 


safety requirements for visually impaired employers would 
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be too costly for some employers. 


Other Data Pertaining to the Study 


Due to the incompleteness of some of the question- 
naires, the variables of marital status, education and 
number of employers were not discussed. Furthermore, the 
geographic location was not considered since the question- 
naire was distributed only in the Southern California area. 
However, the education variable proved to be most interest- . 
ing because of the diversity of degrees found. This | 
diversity consists of the following HOGECEOE Associate 
of Arts, Master of Arts, Bachelor of Science, Master of 
Science, Master of Computer Science, Master of Business 
Administration, Doctor of mneiness Administration and a 
Doctor of Law--JD. 

It was found that of the total of two hundred 
respondents the larger portion of employers had received 
no formal education beyond the community college level and 
on-the-job training. It was also found that women in this 
field possessed primarily the degrees of Bachelor of Sci- 
ence and Master of Business Administration. The men, on 
the other hand, held more Master of Computer Science and 
Business Administration degrees than the women. The men 


held all the doctoral degrees. 
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Summary 


This study was designed to provide basic informa~ 
tion with respect to the nature of attitudes held by 
employers in the computer profession concerning the employ- 
ment of visually impaired individuals. Within this frame- 
work, the data yielded unique insights into the attitudes 
of employers toward professionally trained computer indi- 
viduals who happen to be blind, and into the effects that 
these attitudes may have upon the standards that are used 
by executives in evaluating a visually impaired computer 
professional and their decision-making processes. 

The data suggested that the computer executive 
does not distinguish between the visually impaired pro- 
fessional and other individuals who are physically or 
otherwise impaired. These findings can with little change 
be applied to paraplegics, cerebral palsy victims, and the 
like. Thus this analysis suggests that the visually 
impaired professional applicant is viewed by executives 
as a category of impaired workers in general, rather than 


as a unique group. 
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Chapter 5 


SUMMARY, CONCLUSIONS, IMPLICATIONS 


AND RECOMMENDATIONS 


The chapter presents a digest of attitudes concern- 
ing visually impaired individuais seeking employment in the 
computer industry. The areas presented are the summary, 


conclusions, implications and recommendations. 


Summary 


This study focused on problems encountered by visu- 
ally impaired individuals seeking Ben Younent in the compu- 
ter industry. The study was primarily concerned with the 
attitudes of employers who may have had preconceived 
notions, unfortunate past experiences, and/or lack of 
knowledge concerning the progress made by modern scientific 
technology in bridging work skills of the handicapped popu- 
lation. 

The use of the computer has shown great promise for 
expanding educational and occupational opportunities for 
the visually impaired individual. There is evidence that 
the visually impaired individual can make major contribu- 
tions through computer technology in business, education, 
and research. The greatest obstacle to achieving these 


goals is simply obtaining employment. The attitude of 
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business has been negative toward the handicapped. Under- 
standing between the employer and the handicapped has been 
inadequate. | 

Two hundred employees served as the source of data 
in this attitudinal study. Subjects were selected from 
small, medium and large computer organizations located in 
the Southern California area. These subjects included 
computer professional Naval personnel, Federal and City 
Civil Service employees, and private industry employees. 
Thirty-two questions were asked in the questionnaire survey. 

A variety of employers were interviewed assessing 
their attitudes and knowledge regarding employing the 
visually impaired professional in the computer industry. 
Information received from the California State Rehabilita- 
tion Department emphasized the fact that employers 
responded to impairments _ terms of specific types rather 
than in a generalized manner and that there was an estab- 
lished hierarchy of preference. Furthermore, the market 
stimulus value of impairments indices varied in their 
effects on productivity evaluations, and some types of 
impairments were viewed more negatively than others. 
Employers seem to reach consistently to interactions between 


type of impairment and the type of job involved. 
Conclusions 


The results of this study provided basic data con- 


cerning whether the visually impaired individual through 
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the utilization of modern technological teaching methods 
could perform technical and professional jobs in a work-a- 
day environment. 

This study not only provided basic data through 
which other problems of employing visually impaired indi- 
viduals may be explored, but it also provided information 
regarding both peripheral and immediate problems which the 
visually impaired individual might encounter as a result 
of company policies set by executives. 

The major conclusions of this study were as fol- 
lows: 

1. Fifty-five percent of computer executives sur- 
veyed believed the visually impaired computer professionals 
must have qualifications superior to those of sighted indi- 
viduals before being considered employable (Table 13). 

2. Forty-three percent of the employers expected 
less from visually impaired computer professionals than 
from sighted computer professionals (Table 24). 

3. A majority of employers indicated that visu-. 
ally impaired professionals would not receive preferential 
treatment in regard to performance evaluation and disci- 
pline imposed for policy violations (Tables 22 and 23). 

4. Of the two-hundred respondents 55.5 percent 
would go out of their way to employ the visually impaired 
individual (Table 27). 

5. Based on the accumulation of scores tallied 


from all items, it was found that, of the total respondents, 
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women over 35 years of age and men under 42 years of age 
were more favorable toward employing the visually impaired 
computer professional than younger women and older men. 

6. Sixty-five percent of the executives did not 
think that visually impaired individuals should be in pro- 
fessional or technical positions at all (Table 25). 

The employer‘s uncertainty toward employing a 
visually impaired individual can be a way of minimizing 
employment risk. This probabilistic belief, coupled with. 
uncertainty and preconceived ideas concerning the func- 
tional ability of certain handicapped groups, affects the 
rationale of the employer and often caused negative sensi- 
tivity. 

Lack of familiarity or experience with the handi- 
capped on the part of prospective employers can lead to 
increased uncertainty in interpreting market signals and 
the impairment index itself. The tendency to see an 
applicant as a group member rather than as an individual 
may tend towards a reliance on negative stereotypes. If 
an employer's tendency to view applicants with impairments 
is not stereotyped, relative uncertainty due to lack of 
experience may become a factor and inhibit hiring. 

This study showed that the computer industry 
fosters cautious attitudes toward hiring visually impaired 
computer professionals. It is these attitudes which are 
the impediments which have obstructed the visually impaired 


individual's entrance into the computer field. 
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Implications 


The California State Department of Rehabilitation 
and various other national services interested in the 
employability of the visually impaired U.S. citizen are 
aware of the annual increase in the nanber of such handi- 
capped individuals. This increase has been caused by 
various reasons, some of which are the after-effect of 
military involvement, home accidents, vehicle accidents, 
birth defects, disease, and various other undetermined 
medical situations. | 

This relatively large segment of the society could 
be made a partially self-supporting entity within the local 
and national labor markets. The employers’ behavior and 
attitudes indicated that little was actually known on how 
best to utilize the visually impaired individuals within 
various organizations. Approximately 75 percent of the 
respondents were unaware that visually impaired computer 
professionals were employable and available. 

Although it was accepted that visually impaired 
individuals had no difficulty getting around an office and 
that co-worker acceptability was excellent, implications 
indicate nevertheless that there is an enormous amount of 
resistance to the employment of the visually impaired 
individual from numerous computer executives. 

A lack of knowledge concerning effective and effi- 
cient job-search methods and the expectation of negative 


employer attitudes on the part of the visually impaired 
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can all serve to reduce search activity, and thus the 
supply of labor. 

It is generally lack of knowledge which leads a 
prospective employer to overestimate the cost of hiring 
and employing individuals with disabilities. Employers 
with less experienced-based certainty need to assess the 
magnitude of an applicant's work disability as well as 
the cost of any responses that the employing organization 
may be called on to make. It may well be that the hiring 
decision tends to be a conservative decision, and that the 
lack of probable knowledge about the circumstances of dis- 
ability and the productivity of individuals with acaiements 
leads to a general avoidance of hiring. The factor of dis- 
crimination caused by cultural, company, and personal fac- 
tors tend to attach values, at potentially high levels of 
certainty, to various signals and indices of individuals 
with impairments. 

Other areas of implications determined during the 
analysis of the study, as applied through the review of 
literature, indicated there were limited work theories 
available. 

On the basis of the survey, some employers showed 
new interest in employing the visually impaired. As a 
follow-up to the study, several agencies for the visually 
impaired have been placed in contact with prospective 


employers. 
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Recommendations 


As a result of the conclusions of this study the 
following steps are recommended: 

1. Research should be continued towards determin- 
ing the causes of erravorable. attitudes on the part of 
employers concerning the employment of a visually impaired 
individual. 

2. A methodology must be designed to defuse 
stereotypical behavior among employers. Perhaps through 
awareness training employers may begin to provide greater 
employment opportunities for visually impaired individuals. 

3. Various criteria must be included in the area 
of rehabilitation to determine how to best utilize a 
visually impaired individual's abilities and potentials. 

4. A demographic placement service should be 
developed to determine the areas where visually impaired 
individuals could best fit agree the labor or defense job 
market. , 

5. Executive training should be provided for 
employers on how to best utilize the expertise of the 
visually impaired individual, so as to avoid the tragedy 
of their expending energy and time training for a position 
only to be unable to find employment. It is in this area 
that the assistance of a well organized placement service 
for the visually impaired computer professional can make 


a lasting contribution. 
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6. There seems to be a real need for a study of 
the communication process which operates between employers 
and those agencies involved ig the training and placement 
of visually impaired professionals. The prospective 
employer must be effectively reached with facts, and the 
rehabilitation field must be made clearly cognizant of 
what employers will and will not accept from an employee. 
More must be known about how the visually impaired pro- 
fessional fits into the expectation structure of employers. 

7. A methodology must be developed for the full 
utilization of skills and abilities of the visually 
impaired in the computer industry. 

8. Records should be made available of those 
visually impaired computer professionals who have suc 
cessfully been employed in the computer field. An in- 
depth historical work background and proposed employment 
guidelines are deemed necessary to enhance further under- 
standing of executives toward the capabilities of the 


visually impaired computer professional. 
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EMPLOYERS’ ATTITUDES TOWARDS DISABILITIES 
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Table 2 


A Hierarchy of Impairment Types as Measured 
_ by the Disability Social Distance Scale 


er __—E—E—E 
LL 


Disability Mean Score Disability Mean Score 
ulcer -5183 paraplegic -9066 
arthritis pais he epilepsy etLdo 
asthma ~5344 dwarf -9239 
diabetes -5531 cerebral palsy -9482 
heart disease -6358 hunchback ~9702 
amputee -6772 tuberculosis -9719 
blindness _ -6969 ex-convict 1.2656 
deafness -7105 mental retardation 1.2713 
stroke -7275 alcoholism 1.3904 
cancer - «8062 mental illness 1.4194 . 
old age -8130 
a ee EEEnat 
(N = 455) 


Scoring Key: Scale Values of 
Social Distance Items 


Item Scale 
Statement Values 
would marry 0.33 
would accept as close kin by marriage plo W f 
would have as a next door neighbor | 85 
would accept as a casual friend 1.06 
would accept as a fellow employee 1.21 
would keep away from 2.95 
would keep in an institution 3.14 
would send out of my country 3.65 


would put to death 4.69 


Source: Tringo (1970). 
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Dear Respondent: 


I am requesting your cooperation in connection 
with a research study, the purpose is to uncover some of 
the attitudes which professionally trained persons, such 
as yourself, may have towards the employment of visually 
impaired individuals who are qualified to work in your 
profession. 


I am interested in developing the best possible 
picture of employers’ attitudes concerning hiring the 
visually impaired professional. 


Your participation in answering the following 
questions in terms of your experience and feeling as an 
employer, would greatly enhance the validity of the 
research effort. It is important not to omit any item. 


Please complete the questionnaire and place it 
in the stamped return envelope. If you have any com- 
ments on this study, feel free to state them on the 
questionnaire. Each respondent who returns the enclosed 
post card will receive a digest of the results of the 
study, with recommendations for employers. Please do 
not enclose the postcard with your responses, as the 
responses must remain entirely anonymous. 


-fhank you for your cooperation. 
Respectfully, 


Ms. G. Katye Bartley 

Doctoral Candidate 

United States 
International University 
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Please place a checkmark alongside the item under the 
rating category which best reflects your attitude. Please 
rate all items. DO NOT sign your name. 


10. 


ll. 


Strongly Strongly 
Agree Agree Disagree Disagree 


We employ blind 

employees. 

A blind person can do 

as well as a sighted 
person with the same 

level of education. 
Mobility is a serious ; 
problem for blind 

people. 

Blind people find it 
easier to get jobs in 

my profession than in 
another profession. 
Training for work in Sd 
my field would not be 
hindered by blind- 

ness. : 
In hiring a blind 7 
person, I would pur- 

chase the special 
equipment needed to 

assist this profes- 

sional (up to 

$4,000). 
Employers would 

rather hire a 

sighted person. 

To get a job in my 

field would be very 
difficult for a 

blind person. 

The extra supervision 
needed for blind 

employees is too 

costly for most 

employers. 

Employers will go out 

of their way to give 

a blind person a 

chance. 

Sighted co-workers 

will be uncomforta- 

ble around blind 


people. 
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22. 


144 


Strongly Strongly 
Agree Agree Disagree Disagree 


Most places do not 

want to hire blind 

professionals. 

A blind person's 

qualifications 

would have to be 

better than those 

of a sighted person 

to get a job in my 

field. 

A sighted person will 

have to assist a 

blind person in 

order to do work in 

my field. 

Most employers are 

afraid to hire 

blind people 

Employers are preju- 

diced against blind 

people. 

Generally, if pros- 
pective employers 
know a person is. 
blind, they won't ask 
them to come in for 
an interview. 

A special effort to 
hire a blind person 
would be made in my 
organization. 

A blind person can't 
really do as good a 
job in my field as a 
sighted person. 
Special help or con- 
sideration would be 
needed for a blind 
person, in the office 
where I work. 

A blind person would 
be most likely fired 
for making the same 
mistakes as a sighted 
person. 

Blind employees are 

less likely to be 

reprimanded for 
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Strongly Strongly 
Agree Agree Disagree Disagree 


The performance eval- 
uation system should 
be made more lenient 
for blind persons. 
Supervisors would not 
expect as much of a 
blind person as they 
should from sighted 
co-workers. 
Most people do not 
think blind people 
should be in profes- 
sional or technical 
work. 

Once a blind personis 
on the job a few 
months, they would not 
have any difficulties 
getting around in my 
office. 

I would go out of my 
way to hire a blind 
person to work in my 
field. 
After the first few 
weeks, my co-workers 
probably won't treat 
a blind person any 
differently than they 
would any other col- 
league. 

A blind person would 
probably receive a 
lower salary than a 
sighted person in my 
field. 

A seeing eye dog, if 
necessary, would be 
able to remain with 
the blind person, in 
my organization. . 
A blind person can be 
used as an instructor 
in my profession. 
Extra safety require- 
ments for blind em- 
ployees are too 
costly for some 


employers. 
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Please answer the following questions about yourself and 
the organization you are associated with. 


Your Age: 


Your Sex: 
Your Education: 
Marital Status: 


Size of Organization (Dollar Value): 


Number of Employees: 


Geographic Location: 


4 ¥ re: of . g 
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APPENDIX D 


LETTERS INDICATING PROGRAM SANCTIONS 


AND ENDORSEMENTS 


Westungson Un-versity 
Camous Box 1045 

St Lous. Vaso 63130 
{314} 666-6160 


[x WASHINGTON 
A LNIVERSTY 


beets (NST LOU'S 


July 18, 1980 


G. Katye Bartley 
$332 Manzanares Way 
Sen Diego, California 92113 


Deer Ms. Bartley: 


Enclosed is a copy of "The Selection, Training, asd 
Placement of Slind Computer Programmers”. The hypothesis 
you are invescigating was validated 17 years ag0, af east 
with regard to a wide range of careers in computiag. Since 
the time this booxlet was prepared, the compucer industry 
has become a well-established ouclec for sany physically 
handicapped persons. 


The Association for Computing Machinery, in fact, ras 


| @ special interest group (Special Interest Croup on Computiag 


and the Physically Handicapped). This was started by siind 
programmers and continues to thrive. TI am sure that a2 
inquiry to the Associacion, at 1133 Avenue of the Asericas, 
New York, New York 10036, will produce useful infor=acicon 


and cames. 
Good luck on your research. 
Siacerely, 


Nugrment V. Pehiach ag 


Seyaour V. Pollack 
Assistant Chairzazn 


SVP :cig 
Enclosure 
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Anvrican Printing Suse for the Blind 


eee 
BOARD OF TRUSTEES CARSON ¥ NOLAN & BD OFFICERS 
Vice Frewgert 60g Gere Serreerr 
Sane Wi. Bars, iti Lyman C. Martin, sr. 
Wtetean @ Caonoy Marion §. Weoe, Jr. WATSON 6 OASNEY 
Fieas €. Oavis dames S. Weicn 1639 FRAMREOCRT AWEWE ran nent 
MAILING ADORESS. ® D wtsS 
MEMBERS EX OFFICIO tact tener Ns aac! 
Suoretendents of Puaine insiitutians far 
Lawcation of Bing ang Chet Officers of Tet. $02-89S-26BS sorts ce BARB, 11! 
Mate Oovart rent of Education TW @19-S3$-3088 ventures 
= 
May 5, 25£0 


Ms. G. Katye Bartley 
5332 Manzanares way 
San Diego, CA 92114 


Sear Ms. Bartley: 

We do not kave any information on “Investizatiom isto the Computers Versatility 
ef the Blind". You should check with the American Feuncation Sornkthers=2nG, 

IS west 16th Street, New York, NY 1COLL. They “ay cave scene informaticn en this 
4p their “Journal of Visual Impsirmment™. Aso, 2 asseciation fer tha Saucaticn 
ef the Visuslly Handicapped, 919 Walrut Street, Peiladelphia, FA 13197. 


We hope this infcrmation will be of help to yoee 


Gilshcebd 


ff 


STATE OF CAUIPORMIA—HEALTH ANO wi tAkt AGENCY 


DEPARTMENT OF REHABILITATION 
830 K Street Mall 

Sacramento, CA 95814 

Attn: Library 


Ms. Georgetta Bartley 
§332 Mananares way 
San Deigo, CA 92114 


Dear Ms. Bartley: 


Some material on attitudes of 
handicapped are enclosed. 
material out to persons who are not part 
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fOmUNO G. B4OWN 18. Cave-nar 


ae 
Se) 


September 29, 1920 


and toward the biind and orysically 
am sorry that [ am unabie %9 cneck 


of tnis Secartment, Sut 


believe that [ have included sufficient information for you 2S 


obtain any material you wish. 
entire secticns of a bibliography. 


In some instances i "ave cociec 
At other times £ nave sust 


sent the title page and bibliographic citations. If you get *o 
Sacramento you are welcome to use our Library. 


If I can be of help to you in obtaining any material, or if ! 
can be of any other service piease feel free to write Te. 


Enclosures 


laces . Scniamp, 


Sincerely, 


na Ole 
Research Utilization unit 
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STATE OF CALIFOGN( AE aL AMD WEAR AGENCY 
DEPARTMENT OF REHABILITATION CS, 
wey 


SACRAMENTO, CALIPORMA PIES 


" September 30, 1980 


Ms Katye Sartley 
§332 Manzanare way 
San Diego, California 92114 


Dear Ms Sartiey: 


T'm very much interested in receiving a copy af your study on 
the opecortunity of persons with visual impairments in the 
computer field. : 


I hope the information I provided you have contributed in some 
small way. If you need any acditional information please con't 
hesitate to contact me again. 


Sincerely, 


Q 


I —— a 
Takao Iwasa, Assistant Chief 
Program Evaluation & Statistics Section 
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